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ABSTRACT )
. This guide presents general information about Federal

legislation that affects women's rights when they are .seeking a job,

while on the job, and when they retire. The guide is organitzed in .

.four parts. The first part oifers suggestions on Qow women can assert

their job rights, while the second section provides information on
getting a job, including ways in which employment services, training
programs, and education institutions may not discriminate. Federal
protection for jobseekers and information about laws against
discrimination based on sex, race, color, religion, and national
origin are included in this section. In the third section,
prohibitioh. of discrimination on the job is discussed. Some of the
topics covered are m1n1mum wages; overtime pay; equal pay; pay
equity; promotions,” training, and working conditions; maternity
leave/pregnancy discriminatiom; sexual harassment' garnishment;
unemployment insurance; compensation for injuries; occupational
safety and health; termination; union participation; employee access
to personnel f11es' and child and dependent care tax credits. The
final section discusses 1eg1slat1on affecting women after retirement, .
1nc1ud1ng Social Security, pensionps, and private retirement plans,
Appendixes to the document list Federal and state agencies concerned
with antidiscrimination and provide sample complaint forms. (KC)
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Foreword T

. Federal laws that protcct cmploymcnt rights

' apply to both women and men. This leaflet is
directed specifically to women because women’s °
legal rights related to jobs and jobsecking have

- ‘changed considerably in the past two decades,

\ _and many women are’still unaware of protections ‘.

and services provided under Federal law. -

. This working woman’s guide presents gcncral‘f
" information about Federal legislation that affects

womcn‘s’ rights when they are seckmg a job, whil

on the job, and when they retire, Many States f-

[fer similar, and sometimes broader, protcctllons Y

. or wider coverage than the Federal lw;, and $ome

areas of cmpl(:fnent are governed cxclusivﬁy by

‘State law. Infokmation about State emp} ymcnt

“1aws is available from State departmcnts p‘f 1ab0r. '

or departments of human resources. B

Women now. constituté more than‘ S‘pcrccnt
of the Nation’s labor force, and aboht 353 per-
cent bf all women 16 years of age an kt)lder are

_ number of gelatively low-paymg oocupatlons, and
women’s, opportunities for fulf: and ‘equal par--
ticipation in the economy are shll neg ively af-
fected by sex discrimination iny emplo ent."ItNs
. our hope that by providing ‘information about
their legal job rights we will help ‘women gain full
equal opportunity in access to )obs, promotions,
_ pay, and retirement bencﬁtd
Lenora Cole Alexander _;_’!'-",.z"' : /J :

Director, Women’s Buréau. -
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~ investigation into substandard wages or u
i plaint is neEessary under some antldlscnmmatlon laws.

«f‘*"- ' .. - o - 5 :

HowWomon T TR

Can Assert Their -~ =
Job Righ R

* The first step in asserting your legal rights is to kndw what those rights are. It
is important to know which unfair or discritninatory practices are prohibited by -

law, and to distinguish these from actnons Whlch may seem unjust, but whxch
are not unlawful.

You should also keep ﬁ\ mmd that an cmployer can take actnon against an -

employee for good cause. Laws that protect against discmmnatlon based on
race, color, sex, natiohal origin, religion, age, or handicap do not prevent an

- employer from dlschargmg_ you if you are not doing your job; nor do they re-

quire employers to hire you if you are not qualified for the job.
You can resolve many problems associated with getting a job or coping with
a particular job situation through discussion with personnel officers or super-

visors. Informal problem solving is frefjuently the quickest method for séttling o

a dispute; often the problem arises becauge of misunderstanding, lack of co
munication, or ignorance of the employcc s rights. In many w
establishments, informal conciliation is part of grievance procedures under'col-

lective bargammg agreements, personnel pollcnes, or formal equal employment_ _

opportunity programs.

However, if you believe that you are. bcmg pmd less than a legal wage, or are )

the victim®of discrimination prohlbltcd by law, you are entitled to file a c0m—

plaint with the agency that has responsibility for enforcing the law. Procedurcs ST

for making complaints vary; a telephone request is enough to set in motion-an. -
&ual pay, whereas a wnttcn com-

-
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" If youy,feel that you are being treated unfairly, take care to document in-_

~ cidents to support a complaint. Written notes on what happened and when,
and who was there, are very useful in refreshmg the memory and showmg a
_pattern of unfair treatment.

" There are time limits on filing complaints, soitis lmportant to act promptly.

Information about time limits and procedures under the varbus laws is pro- .
vided with each section of the g\‘de, If you are unsure about how the law might .

apply to a specific s'ituation, call the agency that handles those complaints to

talk with compliance officers who are trained to provide information about fil- '

ing complaints. Sample forms are included in Appendix C.
Addmses of compliance agencies as well as agencies which adm:mster laws
on retirement or disability, for example, are listed in Appendix A;

- In addition, most agencies with enforcement or admlmstratnvc respon- .' .
sibilities for Federal laws print pamphlets with information for confumers. Free
copies of these materials are generally available from the agency upon request. :

Additional sources of assistance and information exist in the form of com-" - . i

munity based organizations that have information and rcfcnﬂ. counseling, or o

legal assistance setvices. The local bar association, a State or local commission

on women, or an mformatlon and referral center. may ‘be ablc to provide infor-

mation about these resourccs

o -
et

Note: This publication was prepared by Ruth Robinson, Division of Information and Publications, and Jane

Walstedt, Division of Legislative A\nalysis. ‘
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A number of Federal laws provnde for services to assist Jobscekcrs and pro-
tect workers from policies and practices which discriminate on the basis-of sex,

" race, color, religion, or natjonal origin. Similar laws at the State level increase

the scope of coverage, con&plement it, or Operate in partnership with cheral
legislation.

4

N

/ Employment Sanlcos

The United States Employment Service operatcs in partnership with State

employment services to provide free counseling, tcsting. and job placement in o

major cities across the country. Established under the Wagncr—Peyser Act, the
State-operated employmcnt servn{:e——callcd Job Service in most States—forms

- a national network of public, employment offices™hat follow Federal
. gulde]m&c. Many of these offices have job banks which maintain computenzcd .

listings of job vacancies ‘in the pamcular gcographnc farea, so jobseekers can

match their skills to available jobs. Through scrcemng and referral services, the

Job Service also channels applicants into various traimng programs, ,

~ Job Service or Employment Service offices are listed in the telephone direc--

tory under State goverpment listings. In most States they are part of the depart- .

ment of labor or human r&sourccs, or a- separate emp]oymcnt secunty agency.
r CR

Tralnlng -and Educatlon

Apprenﬂcwhip The-nationai apprcntlceshlp system isa Federal-Statc partncr-

o ship established by the National’ Apprcntlcshlp Act to encourage’ high stan-

dards for apprenticeship training and to pl'omotc the apprenticeship concept -
among business and industry. Apprentxceshlp isa system for teaching skilled

. trades and crafts through a combination of on-the-job training and classroom

instruction. Natidnal standards appr.oyéd by the Bureau of Apprenticeship and -




- g
- Training or State apprenticeship agencies govern the scope of work, courses of
~ instruction, length of training, and amount of pay. A great advantage to ap-
prenticeship training is that apprentices are paid while they learn. Typically an .
entering apprentice earns about half of the wage rate of a highly skilled fully
qualified worker (journeyworker), and' receives an increase about every 6
months. Upon completion of the program; the apprentice receives a certificate
or card which shows that she or he has become a journeyworkerin a spccnﬁc
occupation.
’ artment of Labor regulauons published in May 1978 requiire sponsors of
apprenticeship programs: wnth more than five apprentices to take affirmative
~ -action to recruit women, as well as minorities, when these groups do not-have a
reasonable share of trannmg opportunities.” .

A number of States provide mformat,lon about apprenuceshlp programs
through Appremnceshlp Information Centers (AIC’s), which are generally
operated by tHe State employment service. The-Bureau of Apprenticeship and
Training, of the U.S. Department of Labor, State apprenticeship agencies,
unions, and employers who operate apprenticcsklxp programs can prov:de more
information about apprenticeship opportunm?:s
Employment and Training Programs. For many years the Federal Govemment
has funded employment and training programs for unemployed and disadvan-
taged workers. The Comprehensive Employment and Training Act (CETA),
passed in 1974 and reauthorized in 1978, concentrated most of the employment
and training funds in local government units called prime sponsors which
developed programs tailored to local needs. The CETA reauthorization legisla-
tion expired in September 1982. It was replaced by the Job Training Partner-
ship Act of ) 982, which was signed into law in October 1982. The legislation
provides for job training programs which are plimned and implemented
under the joint control of local elected government officials and private in-
“dustry councils in service delivery areas designated by the Governor of each
State. The new law took effect October 1, 1983, provndmg for a I-year tran-
sition period under the CETA system.

The State department of labor or human resources or the Job Servnce will be
able to provnde information about public gmployment and training oppor-
tunities under the- Job Training Partnership Act.

Educational and vocational programs are a vital lmk in the prOCess of seek-
ing a job because they provtde training necessary to quahfy for many occupa-
tions, Federal laws prohibit discrimination in educational and vocational pro-
grams and establish programs and services to help overcome the effects of past -
sex role stereotyping and sex discrimination. For example, title IX of the
Education Amendments of 1972 prohibits sex discrimination in any educa-
tional program or actiyity receiving Federal assistance. Under the 1976 amend-
ments to the Vocational Education Act (which has been extended to 1984), each
S:?tate_ is required to designate a sex equity coordinator whose responsibility it is

1z
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to see that State -vocational ed'ucation programs do not dis\criminaté*'against or.
stereotype women and girls. These coordinators, located in the State depart-
_ ment: of education, 'have mformatron about programs avallable in their Statcs _

-

." . Fedoral Protectlons lor Jobsesokers

.

» Several Federal law® protect workers from drscnmmatlon in the jObSCCkmg
p”B‘c}ss*by—prolnbmng ~dts(gmmnatlon 1n l‘ecrurtment test1ng, referrals and

- hmng - N .
Dlscrlmlmtion Based on Sex, Raoe Color, Réllglon and National Orlgln Title -
VH of the C:wl Rights Act of 1964 is the principal law’that protects workers .
from discrimination in employment. The act makes it unlawful to discriminate
on the basis of sex, race, color, religion, or natronél origin in hiring or firing; -
wages; fringe benefits classifying; _referring,  assigning, or pi‘omotmg

\ employees, extendmg of -assigning facrhtles, tralmng, retraining;’ or appren- .

theShlpS. or any othér terms, conditions, or’privileges of employment For. ex-

/‘ ample, it is unlawful for an employer. te refuse-to let certain persons file ap- ..~

’ plication forms, but to accept othérs; for qumon or an employment agency to
refuse to refer applicants to job openi gs, for a union to refuse membershlp or

\~ for an apprenticeship or other training program to refuse admrssron to an ap-
pllcant when the reason for the action is the individua®s sex, race, color, .* -
religion, or national origin. §

‘The Equal Emplgyment Opportumty Commlsslon (EEDC) has. prmlary :
responsibility for efiforcement of title VII. Under EEOC guidelines on sex -
dlscnmmatron itis a violation of title VII to réfuse to hire an individual based
‘on slereotyped characterlstrcs of the sexes or preferences of co-workers, the

$ employer, clients, or customers; to label jobsas * ‘men’s jobs’’ and *‘women’s
~ jobs,” or to iticate a preference orlimitation based on sex in a help-wanted
advertlsen{ent “unless sex is a bona fide occupational quahﬁcat.ton (BFOQ) for
* ‘the job. Sex is.rarely a BFOQ. The quidelines also say that State protective
. labor laws that prohibit or limit the employment of women at certain times or
! in certain occupations, such as mmmg ‘or bartending, are in conflict w:th and -
- are superseded by title VI, and therefore cannot be used as a reason for refus-
« mngto employ women. :
~ As amen in 1972, title VII' covers most.employers .of 15 or more
‘employees; public and private employment agencies, labor unions with 1 Sor
more members, and joint labor-management commltteeStfor apprentlceshrp
and_ training. lndran tribes are’exempt as employers Religious institutions are
\e{(empt with respect to empldying persgns of atparticular religion, but are
covered with respect 40 drs;nmmatron based on sex, race, color, or pational

_.ﬁb&

€
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. What To Do — The EEOC Complaint Process

~ If you think you have beerr treated unfairly in an employment situation and
the reason for the action was your sex .frace, color, religion, or national ofigin,
you may file a complaint or charge with the Equal Employment Opportunity
Commission. The complaint form asks for your name and address; the name
and address and other mformatlott about the employer union, or éTployment‘
agency; and a brief-description of the discrimihatory practice or action. You
must file the complaint, within 180 days of the-action you are complaining
about. If thege is a State or city fair employment practices (FEP) law offering

" comparable protection (42 States have such FEP laws), the EEOC will send a
copy of the complaint to the agency that enforces the State or local law. If the
Staté agency does not complete action on thé complaint within 60 days, EEOC
may proceed to process the charge. If you send-the complaint to theState agen-
cy first, the deadline for filing with EEOC is 300 days from the date of the
unlawful act, or within 30 days of a notice that the State agency has finished its
proceedings, whichever happens first. Some.actions may be contirtuing viola:
tions of title V11, and-are not then subject to the usual time limits..

t  EEOC’s eﬂforcement process begins with an interview with an equal oppor-
tupity specnahst who talks with you about what happened. The EEO specialist
then fills out the charge form, provides counseling. on legal rights, and explains
the EEOC enforcement process. After the charge is filed, EEOC ‘notifie$ the
employer, wholis often asked to ¢ome to the Commission office to discuss the
charge with yéix and EEOC staff. If a satisfactory settlement cannot be ’

" reached, EE@. will investigate the charge further and make a decision on
_whether there is reasonable cause to believe that discrimination occurred. If the
~" Commission finds no reasonable, cause, it will.give you a*‘right-to-sue’’ letter
which permits you-to initiate a private suit, if you want to do so. If reasonable
cause is found, and EEOC is not able to reach settlement through ¢onciliation
" efforts, Commission attorneys review thbﬁ‘ase again and decide whether the
Commission should sue the employer If they decide against going to court,
they issue a right-to-sue-letter so you can sue privately. Youdo not have to wait
for this entire process to be completed before you begin a private suit. You may

* begin your own suit any time after EEOC has had jurisdiction to act on the cade
for 180 days. However, you must have a right-to-sue letter before any action
may be started in court, After getting the rightgo-sue letter, you'have 90 days
to file in court. You sl%gld try to secure an atfdrney before requesting a letter.
EEOC will try to help you find a lawyer if you are unable to find one on your
own. o . ‘ .

Because time is crucial in title VII cases, jf you jhink you have been
discriminated against, it is important to contact the EEOC field office that

s sBrVes: your geographical area seon after the dlscnmmatory action occurs, to
find out if. there may be grounds for filing a complamt (See Appendix A for

o 14
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lt is kgamst the law to discnminatc against anyone for starting prooeedmgs
+ under title VII, opposing an lllegal practioe. or participating inan mthlgatlon

Ida Phillips was refused a job as an assembly traipee because she had - . ,,f
., preschool age children. Employment of male lrainees was not so
restricted. The Supreme Court held that the pohcy of excluding women

with pre-school age children was discriminatony, because the employer

had not justified its separate hifing prac ces fpr women and men with

young children. Phillips v. Martin Mari rp., 400 U S. 592 (1969)

Executive Order 11246, as amended, prohibits cmploymcnt disctlmmatron
based on sex as well as on race, color, religion, or national origin by Federal .
service and supply contractors and subcontractors by contractors which
hold a_Federal or federally assisted construction con:%‘of $10,000 or more.” © f"_';
Coverage - currently. includes all facilities of the contractor, regardless-of .
whether they are bemg used in the performance of the Federal contract. In the - "‘
case of State or local governments holding contracts, except for educational in-"-
stitutjons and medical facilities, coverage is limited to the agg:ncy partrcipating :
in the contract.

_To epsure nondiscrimination i in employmcnt contractors must takc afﬁrm- e
ative action in such areas as recruitment or recruitment advertising; hiring,
upgrading, demotion, or transfer; layoff or tennmatlon, rates of pay or other B
compensation; and selection for training, including apprentloeshlp ‘ ;
' he Executive order is cnforoed by the Office of Federal Contract Com-
plian Programs (OFCCP), U.S. Department of Labor. OFCCP' sets policy
and develops regulations for- implementing the Executlvc order, and checks to *

.see that Federal contractors comply with the regulations. Compllancc reviews "

“are the primary mechanism for carrying out the Federal Govcmmcnt’s pohcy i

&,
to further equal employment opportunity. . B
OFCCP sex discrimination guidelines provide, among other thmgs, that con- i

tractors may not advertise for employees under female and male classifications, 3
base seniority lists on sex, deny a person a job because of State “protéctch
labor laws, or make distinctions between married or unmarried persons-of on

sex only. OFCCP established goals ‘and timetables for the mploymcht of <
wdmen under service and supply contracts in l971 and undcr oonstmctlon co
tracts in l978 : . . S, .
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) What To Do .

“

As an mdrvrdual you may not privately sue a company for viofation of Ex- -

ecutive Order 11246. However, yon may file a complaint of discrimination by a
. Federal contractor or subcontractor by phonc, letter,” or personal visit-jo

OFCCP Washington, D. C or to one of OFCCP’s regtonal or area ofﬁces
(see Ap dlx‘A for addresses). Complaints may also be filed by individuals or
organizations on behalf of persons affected by discriminatory copduct. If your
complaint involves discrimination against only one person, OFCCP may refer
. it to the E\]ual Employment Opportunity Commission. OFCCP genera'fly» 1S
concerned “about practices that affect larger scgments of the employer’s

. workforce. You should file the complaint within 180 days of the action you are

" reason. ¢ v . - . &
The complaint letter should include d.description of ths_criminatory ac-
. tion, names and addresses of tlie contractor and of all those who were

* . complaining about sinde the filing ,th may be extcndgq only for a good

discriminated against, and any othér information that would aid in an .in-

vestigation. After receiving the complaint OFCCP either conducts an mvestrga-
tion or refers the complaint to EEOC. If the investigation indicdtes there aré

violations of the Executive order, OFCCP attempts to- reach a- concrhation-
. - agreement with the contnq;tor A congciliation agrecment might include back -

pay, seniority credit, promotions, or other forms of relief for'the employees

who have suffered from discrimination. If the concrhatlon effort is unsuc? * -

cessful, there is an_established administrative process which includes a formal
hearing. Contractors who do not comply may lpse their Government contracts,
have payments withheld, or be debarred from Federal contract work. In some’

casps the Department of Justice may file suit in Federal court on behalf of the.
Department of Labor for violatigns of the equal opportunrty contract provi- -
sions, - ' *

Discrimination Based on Age. The Age Drscnmlnation in Employment Act of

1967 (ADEA), as amended, prohibits discrimination on the basis of age against N
any person between the ages of 40 and 70. There is no upper age limit with *

" respect to employmcnt in the Federal Government, The law applies to all public *

employers, private employers of 20 or more employe&s, employment agencrcs

serving covered employers, and labor unions of more than 25 members.
" . Employers may not fail or refusc to hire, discharge, or otherwrse discriminate
..-against any mdrvrdual with mpect to compensation or terms or condrtrons of

"1

e SR 1_“6 L emgn mrd gt et bt orhmare i e
R I




.. -
-

employment because of age. Employment agencies may not fail or refuse to ~ -
Ve refer anindividual because of age, and labor unions may not exclude or expel a
person because of age, or otherwise discriminate regarding terms or conditions
of employment. The ADEA prohibits. help-wanted advertisements” which in-
dicate preference, limitation, specification or discrimination based on age. For
example, terms such as “‘girl,”’ and ‘‘35-55,” may not be used because they in-
dicate.the exclusion of qualified applicants based on age: The law does not pro-
hrbrt discharge or discipline of an employee fér good cause. ~

- The ADEA- daes not'cover situations in which age is a bona fide occupa-
tional qualification, such as modeling ‘‘junior miss”’ fashtons; differences
which are based on reasonable factors other than age, such as the use of
physical examinations where heavy physrcal demands are made upon the
worker, regrstered apprenticeship programs and differences based on bona
fide seniority systems or employee benefit plans such as retirement, pensioh, or
insurance plans."However, the act prohrbrts using employee benefit plans as a
basis for refusing to hire older applicants or rétiring older employees The law
does not permit the involuntary retirement of workers under age 70, except for
certain senior executive and high-level policymaking gmployees.

In-addition to the Federal law, many States have age distrimination laws, or
provisions in their fair employment practices law that prohibit discriminatipn
based on age. Some of these laws have no upper limit in protections against age
. discrimination in employment, others protect workers until they.reach 60, 65, .

or 70 years of age. : . N CL

A

What To 'Do

If you think you have been drscnmmated against because of your age, you
may file a complaint with EEOC, which enforces the ADEA. After receiving °
notice of a possible ADEA violation, an equal opportumty specialist will inter-+
view you to find out what happened and to counsel you about your rights
under thé law. If you want complete confidentiality you may file a complaint,
which will be handled by EEOC, and your name will not be given to the
employer. However, if you want to preserve the right to file a private suit, you
must file a charge, and the employer must be informed about who is makmg
the charge. - -

~ " Charges must be ﬁled withimr 180 days of the alleged drscnmmatory action.
After the mrtral interview, the equal opportunity specialist tries to conciliate the

o . . h ' 11 _
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charge. If an agreement is not reached, EEOC may investigate further. EEOC
may initiate court action if a violation of the law is found and final conciliation
fails. Discriminating against an indjvidual foy starting proceedings under the
law, opposing an illegal practice, testifying, o partncnpatmg in an jnvestigation
is unfawful.

For additional information about the "ADBA, contact the nearest REOC
field Wffice. These offices hgve free pamphlets which provide detailed informa-
tion about the age discrimination law and EEO specialists who answer specific
questions. (See Appendix A for addresses:) :

Betty Hall, 47 years old, was denied a.job as a teller at the First Federal
Savings and Loan Association of Broward County, Florida.A Labor
Department investigation revealed that the personnel officer who inter-
viewed her marked “‘too old for teller’’ on his notes. Other evidence of
age discrimination included an ad for a “‘young man,” a job order with
an employment agency for teller trainees between the ages of 21 and 24,
and the fact that none of the 35 persons hired for teller jobs in the year
follon_'ing passage of the Age Discrimination in Employment Act were-

“over 40. The court upheld an injunction prohibiting the bank from fur-
ther violations of the ADEA and ordered back pay for Betty Hall,
Hodgson'v. First Federal Savings’ and Loan Ass'n., 455 - 2nd 818 (5th

- Cir. 1972).

Discrimination Based on Handicap. Handicapped workers are protected from
discrimination by Federal law if they are employed by comparties_that hold
Federal contracts, are participants in programs dr activities that Yeceive Federal
funds, or if they are employed by the Federal Government.

~ Under secuon 503 of the Rehabilitation Act of 1973, as amended, Federal
contractors and" subcontractors who have contracts in excess of $2, 500 may not
discriminate against persons otherwise qualified to do the job in hiring, firing,
promotions, compensation, or othér terms or conditions of employment
because the person has a physical or mental handicap.

The Office of Federal Contract Compliance Programs (OFCCP), U:S.
Department of Labor, enforees section 503 of the Rehabilitation Act. OFCCP
regulations covering affirmative action obligations’of Federal contractors and

‘subcom\ractors require outreach and positive récruitment as well as in-
dividualized accommodauon to the physical limitation of an applicant or
Q 1 8 )
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employee, if necessary. The OFCCP enforcement process Jncludes mvesuga-
tion and congciliation efforts as well as recourse to court action. Remedles in-
clude withholding of payments and debarment from Federal contracting. Some
courts have held that an individual may sue pnvatcly under section 503, and
others have held that only the Federal Governmeiit may pursue remedies under
this section. / -

Section 504 of the Rehabilitation Act, as amended in 1978, forbnds
discrimination against handicapped individuals in programs or activities receiv-
ing Federal funds. Courts have held that section 504 permits individpals to take
legal action against such programs: for discriminatory acts. Sectioh 504 is en-
~ forced by the agency providing Federal assistance, under the general leadership
of the Department of Justice. The BEEOC provides leadership and gmdancle |
with respect to employment discrimination based on handicap. -

Federal regulations hibit Federal agencies from discrimiﬂéting against
qualified physically or 'wientally handicapped persons; #equire them to ‘make
reasonable accommodation to the known physical or mental limitations of -
quahfied handicapped- applicants or employees; and require them to issue
regulations regarding the . acceptance and processing of complaints-~ of
dlscrnmlnauon based on a physwal or mental handicap. ’The Equal Employ-
"ment Opportunity Commlssmn enforces the regulaUOns that apply to Federal
employees.

“A number of States prohibit unfair dlscrlmlnatnon “against hand|capped in-
dividuals in State fair emplayment practices (FEP) laws. For n.l'formanon about
State- protegtlons contact the State department of labor or human rights com-\/.

5 mission. ' 0
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What To Do n

If you think you are qualified to do a particular jobj fand have been 7
discriminated against because of your handitap, contact the agency responsible
for enforcing the law that protects handicapped workers. (Seef{Appendix A for. -

_addresses ) .
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Workers are protected on the. jot) by a varicty of laws which prohibit
discrimination and govern wages, hours, occupational safcty and health and

other employment- -related issues. )

Minimum Wagos and Ovonlmo Pay .

The Fair Labor Standards Act (FLSA) provides, for minimum wages and - .‘
overtime pay for covered workers. The FLSA now covers the great majority of - ;%

workers. However, casual babysitters and companions¥or the aged and mﬁrm,, '-
executive, administrative, and profcsslonal employees;. outside. salcspeoplc,

employees of certain small,-local retail or service establishments; -and some . '__r'._';.'f

agricultural workers, are still exempt from both the nfinimum wage an ovcr-r',
time premium pay provisions of the FLSA. (Extension of these provnsions to - i
 State and local government workers in areas of traditional g overnmental func- *;

tions was declared unconstitutional by the U.S. Suprcmc ourt.)

Since January 1981, the minimum hourly rate for all covered workers has ¥

been $3.35 for the first 40 hours each ‘week (workers in some States benefit
from higher rates under State laws). Under certain conditlons loweér rates may'

be paid to learners, apprentices, hand:capped workers, and full-time students. -
" Tte FLSA does not limit th&hours of work for employees who are 16 years
old or older. However, most covered workers are entitled to 12 times thqr

regular rate of i)ay for hours in excess of 40 a week. The law does not requir

premium pay for overtime for covered agricultural workers, live-in household. :

workers, taxicab drivers, and employees of motor carriers; railroads, and
airlines. Hospltals. nursing homcs, andhrest homes may compute oveftlmc aftc
8 hours a day or after 80 hours in a 14-day period. .

" The law permits lodging, board, or other facalitim prov1ded by an mployer
to be cons1dcrcd as a part, of wages. Also tips actually received and retained

- may be counted for up to 40 pcrcent gf the minimum wagc The tip credltcan
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be claimed only for workers who are engaged in an oc¢cupation in which they
customarily and regularly receive tips of more than $30 a month.

The Federal law does not require premium#pay- for weekends or holiday
work, or, generally, for daily overume, nor does it require rest periods,
discharge notices, or severance pay. It is enforced by the Wage and Hour Divi-
sion of the Employment Standards Adr\umstrauon U.S. Department of
Labor, which has authority to investigate complaints and to initiate action
against violators of the law who may be subject to civil or criminal court action.

Some States have laws limiting the days per week an employee can be re-
quired to work or whioh contain provisions on Sunday 'work, working on the
Sabbath, holidays, and rest periods: The State department of labor can provide
information about its employment laws. .

Provisions of a collective bargaining agreement or written personnel pohcn&s
may provndemmllar or additional benefits with sdme employers. P

Y
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What To Do : , .

lf you think that you arefiot being paid the minimum wage or required over-

. time pay, you may file a complaint with the Wage and Hour Division in Wash-

ington, D.C., or at one of the regional offices. (See Appendix A for addrwses/)
Complamts are treated confidentially.

Upon receiving a complaint of an FLSA violation, Wage and Hour com-
pliance officers investigate to see if it is valid. If it is, the Wage and Hour Dm—
__sion attempts to persuade the ‘employer to comply with the law. If these at-

“tempts are unsuccessful, the case is referred to the Department of Labor
Solicitor’s Office, which may decnde to file suit against the employer in Federal
COUFt.

. In addition to the l?ederal remedy, under FLSA you have a right to sue the _
employer yourself for back pay, damages, attorney’s fees and court costs. : -
However, if you begin a private suit, the Department of Labor will not pursue '
your case in court. In order to recover back pay, you must file your suit in court
within 2 years, except in cases of willful violations, in which case the time limit
is 3 years. " .

It is unlawful to dlscharge or otherwise discriminate against an employee for
filing a complaint or participating in a proceeding under the FLSA.




Waitresses and waiters at a Marriott restaurant averaged more than the
minirnum wage in tips, and management paid any difference {f the tips
fell below the minimum wage. The U.S. Cdurt of Agpeals held that this v
~ policy violated the Fair Labor Standards Act as aménded in 1974, The , ¢
FLSA provided that employers must pay at least 50 percent (since
January 1981, the tip credit may not exceed 40 percent% of the minimum
wage regardless of the amount of tips, that employees have a right to re-
tain their tips unless the employees are participating’in a valid tip pool ar-
rangement (one in which emly those employees,who customarily receive
tips participate) and that the tip credjt toward the minimum wage was
available only {f employers informed employees about the provisions of
the FLSA law. The court ordered back wages of the full amount of The

__wjnimum wage during the period of violation because it found that the

employer’s faiture to inform employees of the FLSA lipping pI‘OVISIOIlS
was in bad faith. Richards v. Marriott Corp., 549 F. 2nd 303 (4th Cir.
1977). '

Equal Pay

The Equal Pay Act of 1963 amended the FLSA to pl‘Ohlblt unequal pay for
women and men who work in the same establishment and whose jobs requlre
equal skill, effort, and responsibility. Pay differences based on a seniority or’
merit system or on a system that measures earnings by quantity or quality of
production are permitted. Employers may not reduce the wage rate of any
employee in order to eliminate illegal wage differences. The law is interprcted as
applying to “‘wages’’ in the sense of all employment-related payments, in-"
cluding overtime, uniforms, travel, and other fringe benefits. . s

In addition to covering employees subject to the minimum ~wage re-

- quirements of the FLSA, the law applies to Federal, State and local govern- -

ment employees; executive, admmnstrative, and professional employees. and

_ outside salespeople. _'_-;_5

A number of court cases havc esta hshgd that jobs nced be only substantially ', - B
equal, not identical, in order to be cbmpared for purposes.of the act; job '
descriptions or classifications are irrelevant in showing that work is unequal, - ;‘;5
unless they accurately reflect actual job content, and mental as well as physical %:
effort must be considered. ™ L




What To Do

If you thmk you are not reociv@ equal pay for egual worl( you may file a
complaint with the Bqual Employment Opportunity Commission, which en-
forces the Equal Pay Act. Under ordinary circumstances, your identity will not

be revealed during an investigation of an alleged equal pay violation. If a viola- |

tion is found, EEOC will negotiate with the employer for a settlement including
back pay and appropriatc raises ig pay scales tq correct the violation of the law.
EEOC may also initiate court action to collect back wages under the act.

Under the Equal Pay Act you also havc a right to sue pnvately for back pay,

damages, attomney’s fees, and court costs. However, you may not sue the

* emploer if you have already been paid full back wages under EEOC supervi-

guit within 2 yeats of an Equal Pay Act violation, exoept in the case of willful -

sion or if EEOC has filed a suit in court to collect these wages. You must file

violations, in which case there is a 3-year t|mc limit. - . o

.

A glass manufacturing company paid male selector-packers 21 cents

an hour more than female selector-packers, and tried to Jugtify the dif-

. ference on the basis that men performed additional duties such as ljfting
and stacking cattons and using hand tmcks The Court of Appeals ruled

. that under the Equal Pay Act ¢ ‘equal”’ does not mean identical but

substantially equal, and minor dy'ferencas' n duities do not justify pay dif-

ferences Shultz v. Wheaton Glass Co., 421 F 2nd’ 259 (3rd Cir. 1970)

Pay Equlty

_ In"1981, the U. S Suprcmc Court ruled that the prohibition of sex-based -~

wage, lscnmmatlon in title VII of the Civil Rights Act is not limited to claims,
-, of equal pay for equal work. Most women workers ate concentrated in relative- _
* ly few occupations. Some who work in traditionally female jobs have filed ST
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. complaints under title V1I, charging that such work is undervalied and under- .
paid in comparison )vith other work—generally performed by men—different
in content but seen (0 require the same or less educational preparation, ex-
perience, skill, and responsibility. For example, nurses have questioned their
pay compared to that of city sanitarians, and clerical employees have claimed
. Qiscriminazion in comparing their wages to those of physical plant employees.
This is a,dEveloping area of the law, and it is not yet clear what practices courts
will rule amount to sex-based wai;'e discrimination under title VII. . \

;e Promotions, Traln!ng,'andﬂ Working Conditions. P
——

Title V}I of the Civil Rights Act of 1964 (described in the section on ““Getting
the Job¥).also protects workers against discrimination on the basis of sex, race,
color, religion, or pational origin in most on-the-job aspects of employfment.

-Employers must recruit, train, and promote Jpersons in all job classifications
without discrimination. Promotion decisions must be made according to-valid
- requirements. Training and -apprenticeship opportunities must be offered in ac-
cord Vith equal employment opportunity principles. Employers may Jhot
discrifinate against individuals in' any terms or conditions or privileges of
employment. ' ' -7
Similar protections are provided to employees of Federal contractors and
subcontractors under Executive Order 11246, as amended. (See’ secti(')n',-_on
“Discrimination Based on Sex, Race, Color, Religion, and National Origin.’")g
« Under the ‘affirmative action order for service and supply  contractors, .
employers are required to set goals and timétables for promoting women and
minorities. N o . -
On-the-job protection for handicalpped workers is provided under sections
501, in the case of Federal employment, and 503 and 504 of the Rehabilitation-
Act'0P 1973 (see page 12 ). The Age Discriming’ﬁon'in' Employment Act (see
page 10 ) protects workers from on-the-job discrimination based on age.

v
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What To Do e
If you think you have been treated unfairly on thejob, and the basis for the
action was your sex, race, color, reljgion, national origin, handicap, or age, you v
may contact the agency that enforces the law for more information about the -

protections provided and the enforcement process. You can find out how to file

i
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‘a complaint and what your legal rights are. The laws proh;bit employers from
.« discharging or otherwise dnscnmmatmg against mdmduals who file c0mplamts
or participate in an c&fprccmcnt proocss - -

. Mate?nlty Loavelegnancy Dlacrlmlnatlon -

Title V11 of the Civil Rights Act of 1964 as amcndetbn 1978 specifically pro-
hibits discrimination because of pregnancy. Employers cannot refuse to employ
a womah because of pregnancy or terminate her, force her to go on leave at an
arbitrary point during ﬁregnancy, or penalize her because of pregnancy in
reinstatement nghtc.—-mcludmg credit for previous service, accrued retirement
« # benefits, and accumulated seniority.

The law does not require an employer to provide a specific number of weeks
for maternity leave, or to treat pregnant employees in any manrier different
from other employecs with respect to hiring or promotions, or to establish new

~ medical, lcave or other Benefit- programs where none currently exist.

. The law requires that women affected by pregnancy, childbirth or related

medical conditions be treated the same for all employment-related purposes, in-
" cluding receipt of benefits under fringe benefit’ programs,.asgrﬁs{(i s'not so af-

-

. fected but similar in thcnr aﬁihty or mablhty to work. The ante t does not
require employers to pay for health insurance benefits for aboltions, except
* where the life of the mother would be endangered or where medical complica-
tions have arisen from an abortion. On the other hand, it does not preclude
employers from providing abortion benefits or otherwise afféct bargaining
" ‘agreements in regard to abortion. Employers may not fire or refuse to hire a-
woman simply because she has exercised her right to have gn abortion. ~  °
~ Pregnant worKers in a numbér of States are entitled to benefits under
statewide temporary disability insurance laws special sections df fair employ-
/ ment or_labor codes, and regulations or court decisions interpreting statutory
bans on sex discrimination in employment. You can check with the departn '
of labor or human or civil rights agencies listed in Appendix B for informm
about your rights to fringe benefits unggyr State laws.

What To Do

If you thinrk'yoﬁ are being treated unfairly because yf)ur temporary inability
to work is due to pregnancy, you should contact the Equal Employment Op--

EKC~"_._ 26
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o workmg environment.

‘. rlght under title VII. (See Appendix A for addresses )

., of were forbidder and regardiess of whether the employer knew of thejr occuy
- J. rence. An employer is, dlso; responsible for’ sexual haraasment by co-workers
e where the employer knew or should have known‘ of th _conduct unless 1m ‘

portunity Commission ofﬁce that serves your area for information about your- |
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,Nora Satty was neqmmd to' take leave of ahwnoé because of her o
pregnancy When she retumed to WOrk she was given.a tempomry POSi- -
;;‘r tion, and was deniéd her accumulated seniority, with the re;ult that she
" was unable ta compete sumful(y for a permanent pas'rtlon inthe.com- .
. pany. Under company policy seniority -was retamesi during leaves of - ;)
- absence for disease or disability other than pregnancy, The Supreme -
Court held that. the company policy violated title VII of the Civil Rights - -
Act of 1964 because it imposed a bufden on women ‘that was not imposed "~
\on men. Nashvﬂle Gas Co. v. Satty, 434 U.5, 36 (1977).
P Soxual Hanasm%t @

Sexual harassment is an unlawfu] cmployment practrce under title VII of the _
“Civil Rights Act of 1964, as amendéd. The EEOC ““Guidelines on Discrimina-
tion Because of Sex’” provide that unwelodme sexual advances, requests for
sexual favors, and other verbal or physrcal conduct of a sexual nature con-
- stitute sexual harassment when® . . 3
‘o Submission to such conduct is m'ade either explicrtly or. 1mpl|citly a term or. .
condition of an mdiwdual’s, employment . | -
* Submission to or tejection of siich conduct by an lndrvidual is used as the
" basis for employment’ decisions, affecting that person. .

.® Such conduct has the putpose: or effectof unreasonal‘:ly interferins wnth an ‘
mdmdual’s work performance or creatmg an mtlmidatlng, hosttle, or offensive

.Under' the - Guidelines, an employer, ' ployment aaency. ioln; appren-
trccshrp committee, or 1abor orgamzat,lon is mponsiblg for the acts ‘'of its agents,
and supervisory employees, regardless of whether the speciflc acts. complamedz



‘ T What’l'oDo S

lf you are being sexually harassed, you can oontact the Equal Employment .

'_Opportumty Commls,su)n fOr information and ’ “assistance in filing a sex
discrimihation complaint under title VIL. In sexual harassment cases it is par

_ 'tlcularly impoftant to keep a record of mcidents of harassment as described in
" the section on “How Women Can’ Assert Their Job Rights.” . ; \
A victim of sexual harassment can also file a suit under State laws which pio-

tect against assault, battery, intentional mﬂlctlon"df emotlonal distress, or m-
~ tentional interference with an emleyment contract. " *

“ If the sexual harassment subjects the person being harassed to sexual contact, -
it could be a violation of crimlnal Jaw against sexual assault In addition,
.. women in one case were able to seek redreSs ‘under the National Labor Rela-
" tions Act, (See example: NLRB'v. Downslope Industnes, Inc; and Gmenbriar‘

Indusmes', Inc.)

For more information, contact the Equal Employment Opportunity Com- -

mission (see Appendix A for address) or the Women’s Bureau, U.S. Depart
" ment of Labor, Washington, D.C, 20210 for a list of resources.

Kyriaki Cleo Kyriazi claimed that t)mee men working in the same -
. department with her temed and tonnented her by making loud remarks
concemmg her mamal status; trumpeting ‘their speculations and making -

™\ wagers concerning her virginity; deliberately blocking her path; .placing . . *

" an obscene cartoon of her on her desk; an'tmaﬂng her with contempt
and ridicule and attempting to. denigrate her as a professional. The U S

. District Court found that her supervisors were well aware of the hamm- .
ment to which Kyriazi was subjected but chose to disregard her com-

-plaints and totally failed to take any action against the merpvho hamssed L
her. It held that Kyriazi had. alleged and" pmmd a pattern of ‘conduct on_ .

thep pan of her m—workers and supermom which amounted to @ tortiqys




mterferenoe with her employment contract. Kyriazi v. Western Electric ~
Co., 476 F. Supp. 335 (D.N\J. 1979). av

A group of seamstresses refused to start work until the “‘consulting”
plant.manager had listened to their protest against sexual harassment by
their plant manager. After asking those who did not want to work for the
plant manager to raise their hands, the ‘‘consulting’’ plant manager told’
the eight who did so to work for the plant manager or ““hit the clock.”
After returning to the plant to ask for their jobs or their discharge slips,
they were given their termination notices. The U.S. Court of Appeals
held that freedom from sexual harassment is a working condition which
employees may organize to protect under the National Labor Relations
Act. It upheld the finding of the National Labor Relations Board that the
-employer’s discharge of the employees violated the act’s prohibition on
employers from interfering with, restraining, or coercing employees in the
exercise of their rights under the Act. NLRB v. Downslope Industries,
Inc. and Greenbriar Industries, Inc.,“I110 LRRM 1022 (1982). —

{

Gamishment

Garnishment is a procedure through which a creditor (such as a department

store, finance company or recipient of court-ordered child support or alimony
payments) can collect money owed; and the creditor can reach property of the

debtor which is held by a third party (such as a bank or an employer) The most
“common form of garnishment is wage garnishment, where a creditor can go to
. court to get an order to have a portion of the debtor’s wages paid directly to the
creditor. Debtors are protected in garnishment proceedings by title 111 of the
Consumer Credit Protectiop Act, which is enforced by the Wage and Hour
Division of the U.S. Department of Labor. The law limits the amount of

disposable income which may be taken in a garnishment proceeding, and pro- -

tects workers from being fired because of garnishment for any one in-
debtedness.

Many States have garmshment laws with provisions whnch offer greater pro-
tection than the Federal law does. For information about State laws, contact

‘the State department of labor or consumer protectioh agency. For information
about the Federal law, contact “the Wage and Hour DlVlSlon of the U.S. |

Department of Labor. (See Appendix A for addresses.)

Unemploymont insurance

Uncmployment insurance is a weekly benefit paid for a limited time to chgl—
ble workers when they are involuntarily unemployed. The purpose of the pay-
ment is to tide unemployed workers over until they find jobs for which they are
reasonably suited in terms of training, past gxpencnce and past wages. Benefits
are paid in cash as a matter of nght and are not based on need. Uncmployment
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insurance is a Federal-State system under which the Federal law establishes cer-  ~
tain minimum rcqufrcménts, but each State administers its own program. State -
2 _ law determines who is eligible, how much money each person regeives, and how -
long benefits will be paid. To be- eligible, a person must be unemployed, ableto . "
work, and available for and seeking work. ' -
In most States benefits are paid out of a fund collected from a special tax on" ..
_ employer payrolls. The amount of each cmploycr's'tax varies according to the
“amount of unemployment benefits paid to former ‘employees. The Federal

Government provides funds for payments to its laid-off civilians and for per-
sons discharged from the Armed Forces. '
~ Aligost all workers are covered by unemployment insurance. While each
Staté specifies the amount of weekly and total paymepts and the manner in
which they are calculated, the usual result is that the jobless worker receives
about SO percent of the average weekly wage formerly received. Most States

 limit payment to a maximum duration of 26 weeks, although some continue as
long as 28 to 39 weeks. A special program-provides that durjng times of high

" unemployment in the State, individuals who have exhausted their benefits
under State law may continue to receive payments for up to 13 additional -
weeks. Unemployment payments may be taxable if an individual’s adjusted”
gross income reaches a certain level, depending on State and Federal income tax
reporting requirements. ' ( Ny _ ) -

Each State has its own rules about who is not qualified to receive benefits.

.. Voluntary quits without good cause and being fired for nﬁisconduc,_t ape the two
major reasons for disquafification. Another is refusal to accept a suitable job
without good cause. The individual who is refused benefits is given a report in-
dicating why benefits will not be paid and how long the disqualification will
last. Penalties can range from postponement to denial of benefits for the dura-
tion-of the current period of unemployment. States cannot deny benefits solely
on-the basis of pregnancy or recency of pregnancy, but pregnant individualsdo” - .
have to meet the generally applicable requirements of seeking work and being
available for and able to work. Persons who leave their jobs because of sexual N
harassment may be able to show they quit for good cause. Successful actions
have been brought in a number of States in which wemen were held eligible for
unemployment benefits after leaving a job because of sexual harassment.

Manygtates have provisions which disqualify workers who quiit for reasons
not attributable to the work or the employer. A number of other States dis- - -
qualify workers for leaving the job for family reasons, such as gefting married,
moving with a spouse, or child care problems. Some States, however, will pay |

. benefits to persons who quit their jobs ufor compelling persomal reasans, and '

make decisions about benefit payments on a case-by-casé basis according to the
individual circumstances. ‘ ' o

The requirement that a worker be available for employment in order to be
_eligible for unemployment compensation benefits presents problems for part-
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time workers in most States. This is because ‘‘available for employment”’ is in-
terpreted to mean available for full-time employment. In most cases the re-
guirement for full-time availability is the result of administrative interpretation,
_rather than provisions in the lcg}slatlon In a few States, unemployed persons
who can work part-time only will be considered ““available’’ (and eligible for
“unemployment compensation) if they have been workm%g in an occupatnon,m

which there is substantial demand for workers.
For information about unemployment benefits and eligibility rcqunrcments

in your State, contact the employment security office that serves your area. Ad-
dresses are included in the telephone directory ynder State government listings.

As

Mary Ann Turner lost her job for. reasons unrelated to her pregnancy.
*' She applied for and received unemployment benefits until 12 weeks prior
. - to her expected delivery date. Under Utah law, women were ineligible for:
unemployment benefits 12 weeks prior to and 6 weeks after childbirth,
although the State otherwise grdnts unemployment benefits to persons
unémployed and gvailable for work. During the 12 weeks™prior to de-
livery, Mary Ann worked in temporary clerical jobs, thus showing that
.she was available for and capable of working. The Supreme Court over-
turned the Utah statute, holding that the conclusive presumption of in-
capaaty due to pregnancy was an unconsntunonal violation of due proc-
ess under the 14th amendment. Turner v. Department of Employfnent
Security of Utah, et al, 423 U.S. 44 (1977).

Compensation for Injuries

. Workers who,are injured on the job or who contract an occupational disease

may receive compensation under State workers’ compensation laws. These laws
provide for prompt payment of benefits to injured workérs with a minimum of
red tape and without the necessity of fixing the b‘lame for the injury. In most

States employers are required by law to cover their employees with workers’

" compensation protection, and heavy penalties are assessed for -failure®o com-
_ply with the law.

Since each State has its own la\z\ and operatés its own system, the employees - _—
covered, the amount of compensation, duration of benefits, and proeedures for.

making and settling claims vary widely. There are time limits within which

- 1 SR
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notice of injury must be given to the employer, and failure to notify within the -

specified time will bar a claim. Benefits can include medical payments for the

period of disability or for-permanent disability, rehabilitation services, death
" benefits to a worker’s family, and burial expenses. Some States have awarded
- workers’ compensation for disability caused by work-related stres, including -
stress related to alleged sexual discrifnination. Compensation payments are ]
generally financed through private insurance companies, State compensation :
funds, or self-insurance by employers. For more information about workers,
compensation benefits and procedures, write to the State department of labor
or industrial commission. .

Federal workers and certain other workers are covered by Federal workers’
compensation laws. The Office of Workers’ Compensation Programs in the
U.S. Department of Labor administers the Federal Employees Compensation .
Act, the Mine Safety and Health Act, and the Longshoremen’s and Harbor
Workers Compensation Act. For information about these programs, contact
the Office of Workers’ Compensation Programs, U.S. Department of Labor,

* Washington, D.C. 20210. |

@ Occupational Satety:and Health

The Occupational Safety and Health Act of 1970 is designed to ensure safe
and healthful working conditions throughout the Nation. It covers every
employer in a business affecting commerce, except where the workplace is .
covered under a special Federal law such as those for the mining and atomic
energy industries. Federal.employees are covered by an Executive order, and
State and local government employees may be covered by the State, operating -
under a plan approved by the Federal Government. The law encourages States
to operate occupational safety and health programs by providing grants for
those whose plans demonstrate that the program can be ‘‘at least as effective

>’ the Federal program.

Under the general duty clause of the law, each employer must provide a
workplace free from recognized hazards that are causing or are likely 49 cause
death or serious physical harm. The Occupational Safety and Health Admin~’
istration (OSHA) of the U.S. Department of Labor establishes standard{whrch
require conditions or the use of practices or methods necessary to protect
workers on the job. OSHA has issued staridards on the following substances:

. - acrylonitrile, inorganic arsenic,.asbestos, benzene, 14 carcinogens, coke oven
-emissions, cotton dust, Dibromochloropropane (DBCP), lead, and vinyl chlor-
ide. It is the’employer’s responsibility to become famrhar and comply with the

' standards to put thém into effect, and to assure that employees have and use
personal protective equipment required for safety and health.
Employees have a right: .
« tp request that OSHA conduct an rnspectron if they believe hazardous condr- A
, tions or vrolatrons of standards exist in their workplace , )
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* to file a written request for an immediate inspection whenever they fear that
an imminent danger is present in the workplace. If OSHA decides an'inspection
is unnecessary, they must notify the employee in writing
* to refuse in good faith to expose themselves to a hazardous condition if there
- is no reasonable alternative. The condition must be of such a nature that, to a
reasonable person, there is a real danger of death or serious injury and there is ‘
not enough time to do away with the danger through the complaint process
© ° ¢ to have an authorized employee representative accompany the OSHA
- representative during an inspection tour
¢ to respond to questions from an OSHA inspector
* to review employer information about job-related accidents and i |n_|urles at
»  the workplace
* to participate in gstablishing standards \'
* to be advised by their employer of hazards, prohibited by the law, that exist
at the workplace and of possible exposure to toxic or dangerous materials .
* to be notified of any citations issued against their employer
Some of the potential health hazards of jobs in which large numbers of
women are employed are: organic solvents found in stencil machines, correc-
tion fluids, and rubber cement, and ozone from copying machines (clerical
workers); cotton dust, skin irritgnts, and chemicals (textile and apparel
v workers); hair, ‘nail, and skin beauty preparations (hairdressers and beauti-
cnans)‘ heat, heavy lifting, and chemicals (launderers and dry cleaners); solvents
and acids (electronics workers);. infectious diseases, heavy lifting, radiation,
skin disorders, and anesthetic gases (hospital and other health care workers);
and biological agents, flammable, explosive, toxic2 or carcinogenic substances,
" . exposure to radiation, and bites and allergies from resea\rch animals (laboratory
' workers). :
: Several cities and States have enacted laws requiring employers to inform
- their employees about toxic-substances they are expased to at the workplace.
; The National Labor Relations Board has also ruled that unions who request:
them must be given the names of chemicals and other substances the workers
, ‘ they represent .are exposed to in the workplace.

Reports to OSHA from workers indicate that a. number of major corpora-
tlons are adopting or expanding policies that exclude women of chlldbearmg
age and pregnant women from jobs involving potential exposure to certain tox- -
ic substances because of possible fetal damage. Such policies may be a violation -
of the general duty clause of the Occupational Safety and Health Act. They
may also violate title VII of the Civil Rights Act of 1964.
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© WhatToDo . S o

I yon belneve unsafe or unhealthful oondltlons exist in your workplace, you . -1
- or your representative can filea complalnt requestmg aninspection. If thereisa
- poster about the State or OSHA safety law gt your workplace, your complaiht -
should be filed with the indicated agency. If there is no poster, the complaint
~ should be filed with OSHA (see Appendix A for address) OSHA will withhold
names of complainants upon request. If you have been discharged or otherwise
discriminated against in any way for exercising your rights under this law,you .
may file a discrimination complaint with OSHA within 30 days of the ' = -
 discriminatory action C
If you about the health effects of exposure toa given
. substance orkmg oondxtions a request may be made to the National In- -~ o
" stitute for Oocupational Safety and Health (NIOSH) to conduct a health "%
" hazard evaluation at your workplace. . - °- o
' A’requwt for a health hazard evaluation should be addressed to NIOSH RS
" Hazard Evaluation Services Branch, U.S. Department of Health and Human 3!
Services, Cincinnati, Ohio 45202. A sample of the form “‘Request for Health "
, Hazard Evaluation” can be found in Appendnx C along with information
. about who may file the forms.. | B

Telmlnatlon o . | . .

1

- Thereisno general law which prolubnts private employers from dischargmg
employees Without good cause. Employers have historically had the right to fire,
employees at will, unless there was a written contract which protected against it.
" This broad right to discharge employees at will has been limited by a number of
 Federal laws which prohibit dtscriminatlon based on sex, race, color, rehglon,
national origin, age, physical' or mental handicap, union or other protected
- concerted activities, wage garnishment, and filing complaints or asslstmg in
. procedures related fo enforcmg these laws. . :
~_ Inaddition, some States and municipalities have passed laws whlch prohibit
‘ dlscharge for serving on jury duty, filing workers’ compensation clmms, refus-
. ing to take lie detector tests, or for discrimination based on marital status or
© sexual orientation.* Collective bargammg agreements between employers and 5
.. unions, and-employee oomplamt procedum, SO nmpose limitations on the ab- L
' solute right of an employer to fire wquers :
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Some employees have challenged their discharges in courts, and jn a few
cases have succeeded in placing additional hmntatnons on employers’ right to
discharge. Courts ii some States have ruled in favor of discharged
'employces—-—when the discharge was contrary to public policy, such as refusal
‘to commit perjury or to approve market testing of a possibly harmful drug; .
when it was not based on good faith and fair dealing, such as discharge for
refusal ‘to date a supervisor, or to avoid paying a large commisgion; or when
there was an implied promise of continued employment. An implied promise of |
continued employment might be demonstrated by the personnel policies or
practices of an employer, an employee’s length of service, the nature of the job,
Actions or commumcatlons by the employer, and mdustry practices.

Union Participation and Other Protected Activities

The National Labor Relations Act, as #fiended by the Labor-Management
Relations Act, provides employees the right to-fgrm, join, or assist labor
unions; to bargain collectively through representatives of their own choosing on -

wages, hour$, and other terms of employment; and to engage.in other con- '

certed activities for the purpose of collective bargaining or other mutual aid or
) protectlon such as striking to secure better workmg conditions. Employees are
also guaranteed the nght to refrain from membership, or participation in a
union, except where such membership'is a requirement of employment. Laws
in some States do not permit-union membership to be a requirement of employ-
-~ ment. Such laws are referred to as right-to-work laws. In the States where a
union membership requirement is permitted, an employee usually has a grace
period of not less than 30 days after being hired to become a member.
Certain labor practices by employers are labeled “unfanr” and are prohlblted
by the NLRA. These include interference with or restraint or coercion of
employees in the exercise of the rights described above; domination of or in-
terference with the formation or administration of a labor organization, or the
contribution of financial or other support to it; discrimination in hiring, tenure,
or terms or conditions of employment in order to encourage or discourage
membership in a labor organization; discharging or discriminating against an
employee for filing charges or giving testimony under the act; and refusing to
bargain collectively.
The law also defines unfair labor practices prohlbged to unions. Unfair prac-’
tices against workers include restraining them or coercmg ther¥ in the exercise
of their rights and requiring them to pay membership or initiation fees that are

excessive or that discriminate betiveen members. It is also an unfair practice for

a union 'to cause an employer to discriminate against a worker. Maintaining

. separate locals for male and female employees is an.example of-the unfair prac- - -

tice of restraining and coercing employees in the exercise of their right to be
represented by a representative of their choosing. x
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_Some types of workers are exempt from the law. These include agricultural -

- laborers, private household- workers, independent contractors, supervisors, .

persons subject to the Railway Labor Act, public employees, and some hospital
workers. For further information write the nearest office of the National Labor
Relations Board. A local post office can supply the address. BN

The Labor-Management Reporting and Disclosure Act (LMRDA) provides
Yor the reporting and public disclosure of certain financial transactions and ad-
ministrative practices of unions, union officers and employees, employers,
labor relations consultants, and surety,companﬁes. It lays down a set of ground
- rules governing the use of union trusteeships and establishes democratic stan-
dards for union officer elections. It alsp establishes safeguards for the p;,otec—
tion of union funds and property.

The LMRDA includes a Bill of Rights of members of labor organi
which protect$ their freedom of speech and assembly and their equal rights to
nominate candidates for union office, vote in union*elections and referendums,
and attend and participate in membership meetings. It guarantees certain tights
to union members facing dnsclplme by labor organizations and establishes pro-
cedures which a labor organization must follow in increasing dues and initia- .
tion fees and imposing assessments. The LMRDA Bill of Rights establishes the

~* right of an employee to review, or in some cases to obtain, a copy of each col-

lective bargaining agreement directly affecting his or her rights as an employee.
~ The Department of Labor is responsible for enforcing some provisions of the
LMRDA. Other provisions, howcvcr are enforceable only through pnvate suit
by union members. For more information contact the bor-Management
Services Administration, U.S. Department of Labor, Washington, D.C. 20210.

N
L »
S\ / ™\
el \dl

_ Cheryl A. McNeely was discharged, at least&part, JSor discussing her
‘Salary with another clerical employee. For a number of years the
employer had maintained an unwritten rule prohibiting employees from
discussing wage rates with other employees. The National Labor Rela-
tions Board upheld a finding that the rule violated employees’ rights to
engage in concerted activities for mutualgid or protection. Jeannette
Corporation, 2/7 NLRB 122 (1975). _
~ Locals 106 and 245 of the Glass Bottle Blowers Association mamtamed
locals whose memberships were detertnined solely by séx; providing male
and female employees equal but separate treatment. The National Labor
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Relations Board found that the locals thereby restrained and coerced -

employees in the exercise of their right to be represented by a represen-

tative of their own choosing, in violation of the National Labor Relations

Act.. Local No. 106, Glass Bottle Blowers Association, AFL-CIO

(Owens-Illinois, Inc.) and Local No. 245, Glass Bottle Blowers Associa-

tion, AFL-CIO (Owens-lllinois, Inc.), 210 NLRB 131 (197{).

Employoo Access to Pononnol Files

4 .
There is no Federal law whnch requiru cmploycrs to allow employees to ex—

amine their own personnel files. However, in 1982, at least nine States had laws -~
which required some or all employers to allow employees such access. General-
ly these laws do not cover items such as letters of rcfcrence or records relating
to an investigation for a criminal offense.
Employees of the Federal civil service do have the right to inspect their per-
. ysonnel files, In addition, collective bargaining agreements between unions and
employers may also provide for employee access, as may the personnel pohcnes
= of individual cmployers , :

Child and Dependem Care Tax Credit

A tax credit for actual expenses incurred for child or dcpendcnt care ls
available to an employed person if the expenditures enable that person to be
gainfully employed. The credit is computed at 30 percent for taxpayers within- . -
comes of $10,000 or less, with the rate of the credit reduced one percentage
point for each addmonal $2,000 of income above $10,000. When i incomes are -
over $28 (t)O the crcd;t is computed at 20 percent. The limits on expenses for
which the credit may be taken are $2,400 for one dependent and $4,800 fértwo -
or more dependents. The chart below shows the amount of crcdlt that may be o
taken at various incoine levels. - —

The. e{(pcnscs mayf be. for services provided i in the taxpayer’s home, or for
out-of-home care for dependents under age 15, or for adult dependents who are
‘disabled and who hv‘e with the taxpayer. This means that day care expenses for -
dependent adults are included, but expenses for residential care in a nursing |
home or similar facxhty for dependent adults are not. Credit is available to all -
eligible taxpayers, regardless of the gross income of the family, whethcr ornot” .
they itemize deductions, or which tax form they file. It is available to married .
couples if either or both spouses work full and/or part time, to single working :
parents, and to full-time §tudents with working spouses. To claim the credit,
- married couples must file a joint return. In the case of part-time workers, thc
amount of qualified expenses (those on which the 20 to 30 percent credit is ;
figured) is limited to the earnings of the spouse with the lower income. For ex- -
ample, if one spouse earned less than $2,000 and the couple had two children, - -
and the chnld care expenses exceeded $4,800, the amount of cxpensts allowablc o
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Family Income Percentage Maximum'$ Amount of Credit

Before Taxes Tax Credit 1 Dependent 2 Or More Dependents

> Up to $10,000 0 . $720 $1,440
$10,001 to 12,000 29 696 1,392
12,001 to 14,000 28 672 1,344

14,001 to 16,000 27 648 | 1,206 .

16,001 to 18,000 ) 2% e 1248
18,001 to 20,000 25 . - 608 (),200
20,001 to 22,000 U 5% 1,152
22,001 to 24,000 ’ff:_ 23 , sgz) _ 1,104
24,001 t0 26,000 - 22 ) 528 ) 1,056
26,0010 28,000 %, 2 ( 504 1,008
28,001 and over - 23 480 960

£ _ \ N .
for computing the credit would be $2,000, the amount of the low-earning
spouse’s income. The ed i b(}me limit is equally applicable to unmarried
taxpayers. v -

"~ The credit is.also kvail ble to a divoroed or separated parent who has custody -
of a child under age 15 for more than half the calendar year—even though the
other spouse may be entitled to claim the personal income tax exemption for a
dependent child. A d¢serted spouse may claim the credit if the dwemng spouse

_is absent for thelast/6 months of the taxable year.

-Payments to relagives, such as grandparents or adult children including those
living in the same ousehold, qualify for the credit, provided the relative is not

“the taxpayer’s d dcnt and thc relative’s wages are subject to social secunty
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" Social Security

The Social Security Act provides for monthly retirement and disability
benefits to workers and auxiliary or survivor benefits to families of workers
covered by the system. Many persons covered by the act are also entitled to
medicare benefits.

Workers in approxnmately 9 out of 10 jobs are covered by socia] security,
including household employees and the self-employed. (Although most
Federal workers pay taxes for hospital. insurance under the medicare pro-
gram, they are covered by a separate retlrcmcnt system. As of January 1,
1984, new Federal employees also are covered by social security.)

Social security is financed primarily through.a payroll tax deducted from

| employees’ earnings’ by employers, who match the contributions, and '
through social security taxes paid by the self-employed. In 1983, thc payroll .

tax rate for employefs and employecey was 6.7 percent; in 1984, it will in-
crease to 7 percent each. In 1984 only, -a credit equal to 0.3 percent of cov-
ered earnings will effectively maintain the 6.7 percent rate for cmpl

(but not for-employers). The rate for self-cimployed persons was 9.35 pcr—
cent in 1983 and in 1984 will go to the combined employee-employer rate of

14 percent (14.10 percent in 1985). Fox,'l984 through 1989, credits against ¥
self-employment tax liability will reduce the effective tax rate sclf-employcd :

people will pay. After 1989, the credits will be replaced with special provisions

designed to treat'the self-employed in much the same manner as employees. )

and employers are treated for social security and income tax purposes. The
maximum amount of earnings taxed for social security purposes, called
- ““the earnings base,”’ increases from $35,700 in 1983 to $37,800 in. 1984. It
rises automatically in future years as earnings levels rise, Self-employed

workers pay social security contributions based on theit net earnings-at the - -
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same time they pay their Federal income'tgxes. The contributions are paid
to the Internal Revenue Service, and pladed in’ trust funds from which

-beneﬁls are paid to those ehglblc The contnbuuons are not refundable.

-
1

A person who has 40 “‘quarters of coverage” (credit for 10 years of cov-

ered employment) is fully insured, which qualifies her or him for all benefits
except disability. (Workers who reach age 62 before 1991 are fully insured
with fewer quarters of coverage.) To receive credit for one quarter of cov-
erage for social security benefits, a worker must earn a spécnﬁed amount
each year. In 1983, the amount was $370, estimated to rise to $390 in 1984.
This amount may increase each year based on! \increases in average wages. A

worker may earn a maximum of four quarters of coverage each year, usu-

"‘ ally without regard to whén the income was eé*rned For example, a person
‘.,\could earn $2,000 in 1 month, no(krk for. the rest of the year and receive

credit for 4 quarters of covérage

Disabled Workers Workers under ag-\(; wh are mentally or physically
disabled and whose disability is expectedto prevent them from working in
any kind of substantial gainful activity fof at least 12 months, or tq result in
death, may be eligible for monthly social\security benefits. To be insured
for disability benefits a worker must be fully insured and must have earned
at least S years of work credit in the 10 year irhmediately before becoming

disabled. (There are less strict requirements if ia worker becomes disabled

before age 31.) The amount of disability payment is generally computed the

same as the retirement- benefit at age 65. Benefits generally are payable after
a waiting period of five full calendar months aftey the disability starts. Early

application is advisable because the procedure for, determining eligibility is a

. lengthy one, and back payments to those who delay. m applying are limited

to 12 months. L

Auxiliary and Survivor Befpeﬁls. The spouse of a retired or disabled worker

is entitled at age 65 to a benefit equal to 50 percent of the amount of the
covered spouse’s full benefit. (Actuarially reduced benefits are available
beginning at age 62.) Other family meémbers may also\be entitled to a benéfit

children under age 18 and spouses, regardless of age, who are caring for
children under age 16 who are receiving a benefit. However, there is a max-
imum amount that will be paid to each family. A divorced persom can get
benefits on a fogmer spouse’s earnings record when that spouse retires,
becomes disable X)r dies, if the marridge lasted at least 10 years. Effective
Jauary 1985, adivoarcee can get spouse benefits at age 62 if her ex-husband
iseligible for bénefils—whether or not he is actually receiving them—and

social securi beneﬁt% on their own records, as well as benefits 'as an aux-
iliary or survivor, recetve an amount equal to the hlgher benéfit.
Dependent children gf an insured parent who retires, is digabled, or dies

s
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‘equal to 50 percent of the covered worker’s full benefit; these include °

hey have 2:?1 diyorged for at least 2 years. Persons who are entitled to -
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include: any unmarried children under age 18; unmarried children between
18 jand 19 who are full-time elementary or secondary school students; and -
unmarried childréh age 18 or over who become disabled before age 22 and
contmue to be dtsabled (Certain children who have been full-time post-
secbndary school students costinuously Since May 1982 are eligible to
receive benefits until age 22 through a phaseout provision under which their
ben\cﬁts are reduced 25 percent each year after 1981.) Children can get bene-
fits even if the other parent is still working.

A surviving spouse of a worker who was fully insured (including a divorced
surviving spouse -whose marriage to the worker lasted at least 10 years) may
be entitled to benefits on the deceased worker’s record. If the sarviving

"spoulse starts receiving benefits at age 65, the benefit generally is equal to

_ 100 percent of the decgased spouse’s full benefit amount. However, if the

| deceased spouse had retired before age " 65 and received reduced benefits, the

! survivor’s amount is limited to the amount that the deceased spouse would

‘ recewe if still living, but not less than 82% percent of the full amount. The

\\ beneﬁt for the surviving spouse also includes any credit the deceased wos'ker

\ earnéd for continuing to work beyond age 65 without drawing bencﬁts ur-
\vwmg spouses can elect to start drawing benefits as early as age 60 but if
they do, such benefits are.reduced, up to a maximum of 28'2 percent, \
dependmg on how many mofiths remain before their 65th birthday. '
| A disabled surviving spouse can start drawing benefitsas early as age 50,
provnded the disability that prevents substantial gainful activity began no
later than 7 years after the covered spouse died or after the end of entitle-

. ment td\‘l}eneﬁts as a surviving spouse caring for children under age 16. In
mch a case, the benefit is reduced for each month the widow is under\age -
60, so that if benefits are elected at age 50, they equal 50 percent of {the
deceased spouse’s full benefit amount. Effective Janu 1984, benefits for

7 d:sabled surviving spouses under age 60 increased to 1.5 percent of he

deceased worker’s full benefit amount. : \

In most cases, remarriage terminates the ehglblhty of a person under age

- 60'for benefits as a surviving spouse or a surviving divorced spouse. R

'\'r marriage after age 60 does not affect eligibility of a surviving spouse. Start;

ing January 1984, benefits also can continue to A surviving divorced spou :
who remarries after age 60, or to a disabled surviving divorced spouse wh %
remarries after age 50. Surviving children and surviving spouses who ar

\ caring for children under age 16 can get benefits equal to 75 percent of the

=Y deceased worker’s full benefit subject to the family maximum. ,

L Retired and disabled workers who first become eligible after 1985 for bofh

a social secunty benefit and a pension based in whole or in part on work not.
covered by social security will have their ‘social secunty benefits ﬁgured‘
under a dtfferent formula. This will result in a lower socnal security benefit

. to take account of their years aof* work 0utsnde of covered employment. 1
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Social security beneﬁt‘s to which {a person is entitled as a spouse or sur-
viving spouse may be reduced by the¢ amount of any Federal, State, or local
pension payable to the survivor from her or his own work in public employ-
ment which was not covered by sodial security. Persons-who meet both of
the following requirements may not be affected by this offset provision
which took effect on December 1, 1977: (1) they became eligible for such a
public pension before December 1982, and (2) they would have been eligible
for the social security spouse’s benefjt under the law as it was administered
:,In January 1977. This provision exempting certain persons from the offset is

under challenge in the courts, so persons affected should check with the
social security office for more information. Even persons who do not meet
the above cri£eria may be exempt from the offset if both of the following re-
quirements are met: (1) they receive or are eligible to receive their Federal,
State, or local government pension before July 1, 1983, and (2) they were
receiving at least one-half support from their spouse. For persons who first
become eligible to receive their Federal, State, or local government pensions
after June 1983, only two-thirds of the amount of that pension will be
coud(ed under this offset provision.

How To Get Benefits. In oﬁler to rective social security benefits 2)Wrou must
apply for them. The amount of the monthly benefit is determined at the
time you apply at the local social security office. The amount is based on’
your average earnings over a period of years. Currently, you can receive full
retirement benefits at age 65 and reduced benefits as early as age 62.‘But if
you retire between age 62 and age 65, there is'a permanent reduction up to a
maximum of 20 bercent in the amount of your benefits, based on the
~ number of months you get retirement checks before ybu reach age 65. If
you. choose to work past age 65, you get a credit which is added to the

amounl of your monthly benefit payment. , .

If you continue to work after you start to receive social security beneﬁts
$1 in benefits will be withheld for each $2 earned above a certain amount, .
depending on your age, until you reach age 70. In. 1984, the estimated
amount for persons age 65 and over is $6,960 (up from $6,600 irt 1983) and
for_persons under age 65, $5,160 (up from $4,920 in 1983). Estimates for
1984 are based on preliminary data but are not expected to chahge.,'-* '

' Medicare. Medicare is another social security benefit. Jt is health insurance
for people age 65 and over who are eligible for social security or railroad -
retirement benefits and for people at any age who have been eligible for 24
months or more to receive disability benefits under those programs. After
1982, Federal Government employees and certain of their family mémbers
may become eligible for medicare hospital insurance based on the worker’s
Federal employment. It is not necessary to retire at age' 65 to have medicare
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protectioh Medicare consist's of hospittil insurance and medical ‘insu'rance; |
which includes payments for physicians, home health care, and other serv- =~ =

ices and supplies.
Current information aboyt medrcare coverage, premiums, and deduct~
ibles, as well as potential retirement benefits is available from local social

security . offiges, listed in the telephone directory under ‘“Social Secunt‘ '

Admmistration ” o v

Pensions

Many workers are covered by private pension plans which supplement their ,

_ social security benefits in retirement. Although some plans are personal, the
majority are sponsored by employers or unions, or jointly by employers and
unions. Employer-sponsored plans may be financed either entirely by the
employer, or by employers with employee contributions. -

ension plans generally have cither defined benefits or defined contribu-
tions. In defined benefit plans the amount of the beénefit is fixed, but not the
amount of contribution. These plans usually gear benefits to years of service

and earnings or a stated dollar amount. About 60 percent of all pension plan * - ‘
participants are covered by defined benefit plans. In defined contribution . _

* plans, the amount of contributions is fixed, but the amount of: benefit is not.
These plans usually involve profit sharing, stock bonus or money purchase ar-
" rangements where the employer contributes an agreed percentage of profits or
wages to the worker’s individual account. The eventual benefit is determined by
. the amount of total contributions and mvestment ear;nmgs in the years dunng
which the employee is covered.

The Employee Retirement Income Security Act of 1574 protects the interest

of workers and their beneficiaries Who depend on benefits fiom employee pen-
sion and welfare plans. The law. quums disclosure of plan provrsrons and
financial information; establishes standards of conduct for trustees and ad-

ministrators of welfare and pension plans; and sets up funding, participation, - A

and vesting requirements for pension plans and an insurance system for certain
- defined benefit plans that terminate without enough money to pay benefits.

The law prohibits discharging a worker in order to avoid paying a pension -
benefit. As a result of changes made by the Economic Recovery Tax Act of -

1981, it also provides that any employed person may put aside a certain amount

of income each year in a tax-free individual retirement account. ERISA does

not require that employers establish pension pla‘ns nor does it set benefit levels.

The Department of Labor and the Internal Revenue Service share the

_responsrbihty for administration of the law. The pension plan termination in-

surance program is agmmrstered by the Pension Benefit Guaranty Corpora-

tion.

' Participaﬁon. With some exoeptrons, a pension plan that bases ehgibrlity for

- participation on age and service cannot deny or postpone participation on those

SR e

e
¥

A S A R

Ex

’ —.
ey
. -M

sons T LUES
LR S B

S
oo

s




.

_ LS
" grounds beyond the time the employee reaches age 25 and completes 1 year of
. service, or age 25 and 3 yéars of service if the plan provides full and immediate

vesting. One year of scMoc is defined as a 12-month period during which the
emBloycc has at least 1,000 hours of service, ‘although there are exceptions for
some industries. Employees cannat be denied participation in a defined con-
tribution plan because they began employment late in life, but can be excluded
from a defined benefit plan if they are wnthm 5 years of the plan s normal
retirement age.
Vesting. Accumulated benefits are vcsted” swhen employees ‘have nonforfeit-
able right to receive benefits at retirement, cvcn if they should leave the job
" .before retirement age. Benefits may be partially or fully vested.

Accumulated benefits from theeemployee’s own contributions, if any, must
be fillly and immediately vested. In order to preserve an employee’s right to ac-

mulate benefits. contributed by an employer if the employec leaves the job

.
¥

before retiring, ERISA reqnir\a that benelits be vested at least as fast as one-of -
_ three approved schedules. Under any of the approved schedules, an employee

- must be entitled to at least 50 percent of accumplated benefits after 10 years of
~ service, and to 100 percent after 15 years, regafdless of age. Periods of service
may be dlsrcgardcd for vesting purposes under certain circumstances. ERISA
‘has limited the citcumstances in which interruption in employment results in

the loss -of pcnsnon benefits earned before the interruption. Plans cannot \.

penalize participants for breaks in service that are shorter than 1 year. The ef-
fect of a break for more than 1 year depends on tl‘\c:tﬂypc of plan, the vesting

to the number of years of service that had been counted for purposes of vcstmg
" before the break occurred.

A worker can ¢hange jobs after having acquntd a vested nght to retirement
- -benefits and have the bengfits transferred. from the pension funds of one
- employer to. that of another, provided the plans allow for it and certain re-
quirements are met. If a person rccciva a;lump sum payout of vested benefits

" status of accrued benefits, and the number of years the break lasts, compared °

-’

-of leaving before retirement or because the plan is terminated, current

taxcs can be avoided by depositing thé funds in an individual retirement ‘ac-
. count (IRA). (For more information on IRA’s, see the ‘‘Personal Plans
tion.) d ,

Survivor Protection. When a pension plan provides that a partncnpant receives
benefits through an annuity upon retirement (that is, an income for a specified

period of time or for life), it nust also provide for a joint and suryivor annuity, -

unless tht participant elects in writing to give it up. A joint and survivor annuity °

supports the survivor(s) in the event of death of either the husband or wife. The
amount of the plan participant’s annuity may be reduced to make a reasonable
adjustment for providing the survivor annuity, but the amount of the survivor
annuity must be at least one-half of thé annuity pmd to the participant while
both were living. -~ : _ )

Q . - - .Ka
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If plan participants who are eligible for early retifement continue fo work,
the plan may require them to eléct the survivor annuity in wﬁtnng in order to
provide this pmtcctlon while working.

If the participant in a joint and survivor annuity plan dnes before reaching the
plan’s normal retirethent age (usually 65), ERISA does not require the planto

: provtde the survnvmg spouse with an annuity. To be eligible for a survivor’s an-

'nuity, the sumvmg spouse and the participant must have been married to each
other for at least 1 year, as of the date of the participant’s death and the anmu-
_ty-starting date.

Right to lnfoi’maﬁon ERISA requires administrators of plans covered by the
law to furnish icipants and beneficiaries summary descriptions of what the
plans provxdc d how they operate. The summary plan description must be

written in anner to be understood by thejaverage partncnpant and must be”

sufficiently §ccurate and comprehenswe to reasqnably advise the participant of
rights and obligations. _ AR

Participants are entitled to receive a summary of the annual financial report
and upon written request (but_.not more than onge in a 12-month period) a
statement indicating total benefits accumulated and the nonforfeitable benefits,

forfeitable. N _
For more information about rights of pension plan participants under

k)

\

- if any, accumuthted, or the earliest date OII which the benefits will become non-

ERISA and about protection in the event of plan termination, contact the

Labor-Management Services Administration of the U.S. Department of Labor
and the Pension Benefit Guaranty Corporatnon Addresses are listed in Appen-
dix A. N

Personal Plans -

. Federal income tax laws encourage individuals to set up personal retirement - -

plans by allowing tax advantages for plans established accotding to IRS regula-

tions. Contributions to these plans, .which are subject to specific legal re- B 3

quirements, may be deducted from income for tax purposes, and the plans and

the ihcome from them will be exempt from taxes until the money is drawn from

the account. There are two types of personal plans—mdmdual retirement ac-

" counts (IRA’s) which any employed person may establish, ‘and Keogh or

HR-10 plans, which are desngned f0r self-employed persons and their
employees. '
Individual retirement accounts permit workers to deduct amounts put into

special accounts from taxable income and to accumulate ings on these .

amounts tax free. Taxes are paid when the funds
retirement, when the individual is likely to be in a bower tax brgcket. There is a
penalty for withdrawing funds before age 59‘/2 .

:
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}:mployed person may also establish a spousal IRA to benefit a nonworking
¢ BSpouse. The spousal IRA may be in the form of one account with two subac- '
B /counts or two separate accounts. The yearly limit on a spousal IRA is $2,250,
,whlch may be divided any way the working spouse indicates, as long as neither
[ account has more than $2,000. For example, if the maximum $2,250 is put into
a spousal IRA, it could be divided so the nonworking spouse receives $2,000
,,and the working spouse receives $250, or the reverse, or the money in the ac-
; counts could be split evenly. A divorced spouse who has been a-homemaker
,’ may continue to contribute to an IRA account if the former working spouse
| established the account 5 years prior to the dlvorce and made contributions in 3
jl! of the S preceding years. The limit on the ‘unemployed divorced spouse’s con-
tributions for a year is the lesser of $1,225 or the sum of the compensation and
alimory includable.in gross income. b
Keogh or HR-10 plans permit self-employed individuals to put a portion of i
their earned income each ygar into a fund that can earn tax free income unti it
l .Starts paying out at retirement. Employcrs who establish Kcogh plans must also’
make equal contributions for those full-time employcw who have 3 or more
/ years of continuous service. The contributions for cmployees must equal the.
' percentage. of contributio ade for the sclf-cmployed person, and the con-
tributions must vest immed¥itely. :
. Standards and regulations for both_individual rctlrcmcnt accounts and
- Keogh plans are administered by the Interhal Revenue Service. For information -
about these tax savings retirement plans, contact the nearest IRS office, listed
in the telephone directory under ‘‘United States Govemmcnt Internal Revenue
Servige.””
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~“Appendix A
.- Sources of Ass_létance
FEDERAL AGENCIES

- National Offices

U.S. Equal Employment Opportunity
Commission

Washington, D.C. 20507

(See also list of field offices following.)

Civil Rights Division "
U.S. Department of Health and Humﬂn
Services

~ Washington, D.C. 2026““’"

Social Security Administration

U.S. Department of Hcalth and Huinim
Services

Bgltimore, Maryland 21235

Internal Ré_w)enue Service )
U.S. Department of the Treasury
Washington, D.C. 20224 !

~ Office of Revenue Sharing
U.S. Department of the Treasury
Washington, D.€C. 20226

Federal Trade Commission
Washington, D.C. 20580

. Pension Benefit Guaranty Corp.
2020 K Street, NW. ‘
Washington, D.C. 20006

Labor-Management Services
Adninistration

U.S. Department of Labor
Washington, D.C. 20210

" Washington, D.C. 20210 -

~

Occupational Safety and Health
Administration '

U.S. Department of Labor
Washington, D.C, 20210 )

Office of Federal Contract Compliance

Programs
Employment Standards Admmismmon
U.S. Department of Labor ~ ’

(See also list of regional offices following.)

Office of Workcrs Compensation
Programs

. Employment Standards Adminjstration

U.S: Dcpartment of Labor

" Washingtont, D.C. 20210

Women’gBureau

Office of the Secretary
U.S. Department of Labor
Washington, D.C. 20210

Wage and Hour Division .
Employment Standards Administration
U.S. Department of Labor
Washington, D.C. 20210 .

(See also list of field offices following.)

+

~ Equal Employment Opportunity Commission (EEOC) Field Offices

Albuquénjue: 505 Marquette, NW., Suite
- 1515, New Mexico 87101 .

Atlanta: 75 Picd;nont Avenue, NE.,
Floor, Georgia 30303

10th

Birmingham: 2121 Eighth Avcnue, N3rth £

it T T } w\lkigs 3&59

Baltimore: 711 West 40th Street, Suite 210,
Maryland 212 .{ :

Alabama 35203




-

,

Boston: 150 Causeway Street, Suite 1000,
Massachusetts 0nnN4

Buffalo: One West Genesee Street, Room

-320, New York 14202

Charotte: 1301 East Morechead, North

- Carolina 28204
. Chicago:

536 South Clark Street, Room
234, 1tlinois 60605

Cincinnati: 550 Main Street, Room 7019,
Ohio 45202

Cleveland: |3€5 Ontarnio Street, Room 602,
Oth 44114

Dallm: 1900 Pamﬁc |3theFloor, Texas

T 75201

Dayton: 200 West Sccond Street, Room
608, Ohio 45402

Denver: 1513 Stout Street, 6th Floor, Col-
. orado 80202

Detroit: 660 Woodward Avenue, Suite 6(1)
Michigan 48226

El1 Paso: 2211 East Missouri, Room E-235,

: Tcxas 79903

Fnsno 1313 P Street, Suite 103, Cahfomm
93721

Gretnsboro: 324 West Market Street,
Room 132, North Carolina 27402

Greenville: 1Nonh Laurens Street, Suite
507, South Carolina 29602 .

Houston: 2320 LaBranch, Room 1101,

Texas 77004

Indianapolls: 46 East Ohio Street, Room
456, Indiana 46204

Jackson: 100 West Capitol Street, Suite
721, Mississippi 39201

Kansas City: ( 1150 Grand, 1st Floor,
Missouri 64106

Little Rock: 700 West Capitol, Arkansas

30
49

Los Angeles: 3255 Wilshire Boulevard, 9th
Floor, California 90010

Louisville: 600 Jefferson Street, Kentucky
40202 :

Memphis: 1407 Union Avenue, Suite 502,
Tennessee 38104

Miami: 300 Biscayne Boulevard.Way, Suite
414, Florida 33131+

Milwsukee: 342 North Water Street,
Room 612, Wisconsin 53202

-‘Minneapolis: 110 South Fourth Strcet

anesota 55401

Nashville: 404 James Robertson Parkway,
Suite 1822, Tennessee 37219

Newark: 744 Broad Street, Room 502, New
Jers’:y 07102

New Orleans: 600 South Street, Louisiana
70130 -

New York: 90 Church Street, Room 1301,
New York 10007

Naosfolk: 200 Granby Mall, Room: 412,
Virginia 23510 °

Oasakland: 1515 Clay Street, Room 640,
California 94612 4

Oklahoma City: 50 Penn Place, Suite 1430,
Oklahoma 73118 . -

Philadelphia: 127 North Fourth Street,
Suite 200, Pennsylvania 19106

Phoenix: 201 North Central Avenue, Suite
1450, Arizona 85073 .

Pittsburgh:
2038A, Pennsylvania 15222

Raleigh:
Carolina 27608

* Richmond: 400 North Eighth Street, Room

6213, Virginia 23240

San Antonio: 727 East Durango, Suite.

B-601, Texas 78206

1000 Liberty Avenue, Room

414 Fayetteville Street, North:



" San Diego: 880 Front Street, Califomia

92188

- San Francisco: 1390 Market Street, Suite
325, California 94102 )

San Jose: 84 West Santa Clara Avertue,
Room 300, California 95113

Seattle: 710 Second Avenue, 7th Floor,
Washington 98104

;R RS B w«wwmmmwmwwwwwwmmwww TR m«v

St. Louls:'
Missourt 63108

Thmpa:
Florida 33602

Washington:
402, District 05- Columbia 20006

’ .

. ~
625 North Buclid Btreet,”
700 Twiggs Street, Room 302,

1717 H Strect, NW., Suite

Office of Federal Contract Compliance Programs (OFCCP) Regional and

Area Offices

_Addresses and telephone numbers for area offices are listed in the telephone directory

under ‘‘United States Departient of Labor.” _ ’

Boston: U.S. Department of Labor, JFK
Building, Room 1612-C, Government

Center, Massachusetts 02203. Bridgeport,
Hartfo .
New Yo U.S. Department of Labor,

1515 Broadway, Room 3308, New York
10036. Buffalo}? Garden City, Newark,
San Juan, Trenlory.

Philadelphia: U.S. Department of Labor,
Gateway Building, Room 1310, 3535
Market Street, Pennsylvania 19104,
Baltimore, Pittsburgh, Richmond,
Washingtor:'.

Atlant* U.S. Department of Labor, 1371 - -

Peachtree Street, NE., Room 111, Georgia
30309. Birmingham, Charlotte, Columbia,

Jackson, Jacksonville, Louisville, Mem-

phis, Miami, Nashville, Qrlando, Raleigh.
~ <

Chicago: U.S. Department of Labor, New
Federal Building, Room 3810, 230 South

Dearborn Street, Ilinois 60604. Cleve-

land, Columbus, Detroit, Gary, Grand
Rapids, Indianapolis, Milwaukee,
Minneapolis.

S

Dallas: U.S. Departthent of Labor, 555

Griffin Square Building, Room 505, Texas
75202. Albuquerque, Ft. Worth, Houston,
Little Rock, New Orleans, San Antonio,
Julsa,

_Kansas City: U.S. Départrent of Labor, *

Federal Office Building, Room 2011, 911 °
-Walnut Street, Misso_uri 64106. St. Lotiis, -

Omaha.
Denver: U.S. Department of Labor, 1412

Federal Office Building, 1961 Stout Street,”

Colorado 80294. Salt Lake City. .
San Francisce: U.S. Department of Labbr,

California 94102. Honolulu, Los Angeley

450 Golden Gate Avenue, Room 11435,

N

Oaklaﬂ Phoenix, Santa Ana, San Diego, '

San Jose, Van Nuys.

Seattle: U.S. Department of Labory
Federal Office Building, 909 First Avenue,
Room 3038, Washington 98174, An-
chorage, Portland. ' .
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Wage and Hour Division  -°

2

Inquiries about laws ada\lnl;tcred by the Wage and Hour Division, U.S. Dcpa:tmcnt"of
Labor, should be addressed tq the nearest office. Consult the list below: Offices shown in italics

are staffed by investigative personnel whose duties frequently require them to be away from -

the office. Telephone messages and requests for information may be left at these offices when
investigators are not on duty at the office. Pérsonal appointments may be made by either tele-

phone or mml

Alabama: Annisrbn, Birmingham,
.Ciillman, Dothan, Florence, Gadsden,
Hunisville; Mobile, Montgomery,
Opelika, Tuscaloosa

Alaska: Anchorage
Arizona: Phoenix, Tucson

Arkansss: E/ Dorado, Fort Smith; Jones-
boro, Little Rock, Pine Bluff

Califomia:  Fresno, Glendale, Laguna
Niquel, Long Beach, Los Angeles,
)lodesto QOakland, Oxnard,
~/Sacramento, Salinas, San Bernardino,
San Diego, San Francisco, San Josc
Santa Ana, Stockton

Colorado: Colorado Springs, Denver, FI.
Collins, Grand JunctioWeblo

$<necﬁcul: I*igepofl, Hartford

AR
fdaware: Dover, Wilmington

District of Columbia: Hyattsville (Md.)

Florida: Cocoa Beach, Daytona Beach,
Fort Lauderdale, Fort Mpyers, Gaines-
ville, Homestead, Jacks&}\'villc, Lake-
Jdand, Leesburg, Melbourne, Miami,
Orlando, Panama City, Pensacola, St.
Petersburg, Sarasota, Tallahassee, Tam-
pa, West Palm Beach

Georgia: Albany, Atlanta, Augusia,
" Brunswick, Columbus, Gainesville,
Macon, Rome; Savannah Thomasville,
Waycross

leali: Honolulu

B b

“Covington,

55

Idaho: Boise

Ilinols: Belleville, Champaign, \Chlcago
Elgin, Gurnee, Peoria, Rockford Rock
Island, Springfield

(»\
Indiana: Andenéz, Evansvilke, Fort
Wayne, Gary, Indianapolis, Lqfayette,

Marion, New Albany, South Bend, Terre

Haute

lowna: Burlington, Cedar Rapids, Daven-
port, Des Moines, Sioux City

Kansas: Pitlsburg, Topeka, Wichita

Kentucky:
Lexington, Louisville,

Owensboro, Pikeville

Louisiana: Alexandria, Baton[ Rouge,

_Lqfayette, Lake Charles, Monkoe, New

Orleans, Shreveport

)

Maine: Bangor, Portland
Maryland: Baltimore, Hagerstown,
Hyattsville, Salisbury s

Massachusetts; Boston, Brockron Spring-
field

Michigan: Detroit, Escanaba, Flint, Grand
Rapids, Kalamazoo, Lansing, Pontiac,
Port Huron, Saginaw, Troy

Minnuota:- Brainerd, Duluth, Mankato,
Minneapolis

Mississlppi: Biloxi, Columbus, Greenville,.

Greenwood, Hattiesburg, Jackson, Meri-
dian, Tupelo
e Vg

Ashland, Bowling Green, '

o



EI\E;“"‘-.-'-'V- - ! B P R O A A ,.‘,;,. TomrATe = vy Trteyet

Missouri: Cape Girardeau, Jefferson  Puerto Rico: Arecibo, Hato Rey, '
- City, Kansas City, St. Lous, Springfield  Mayaguez, Ponce -

I

Montana: Billings, Great Falls, Missoula : -
Rhode Island: Providence

v {

Nebraska: Lincoln, Omaha " South Carolina: Charleston, Columbia, -
Nevada: Las Vegas, Reno ' Florence, Greenville, Spartanburg
New Hympshire: Manchester ’ South Daketa: Rapid City, Sioux Falls
New Jersey: At;anric City, Camden, /Tenmessee: Chattanooga, . Columbia,
" Newark, Paterson, Trenton ‘Gookeville, Jackson, Johnson City,
Knoxville,” Memphis, Nashville, Union
~ New Mexico: Albuqucrquc Las Cruces', C’U’ S
*  Roswell

. : 'lb >Abllene /ﬁnanllo Auslin, Beau-
New York: f}lbany, Binghagiton, Bronx,”  mmont, Brownsville, Brydw, Corpus Christi,
Brpoklyn, Buffalo, empstead, Dallas, Fort Worth, Galveston, Harlingen,
Middletown, New York, Poughkéepsie,  Houston, Laredo, Longview, Lubbock,
Rochester, Syracuse, Utica, White Plains [ ysxin McAllen, San Angelo, San An-

North Carolina:  Asheville, Charlotte, ‘tonio, Sherman, Texarkana, Tyler, Vic-
Durham, Fayetteville, Gastonia, toria, Waco, Wichita Falls -

Goldsboro, Greenville, Greensboro, Utsh: Ogden Provo, Salt Lake Clty
Hickory, New Bern, Raleigh, ,Salisbury,

Wilmington, Winston-Sdem Vermont: Bur :’?‘0"

North Dakota: .Bismarck, Fargo' v"’l‘“"' Fall$ Church, Lynchburg, ~
’ Norfolk, Richmond, Roanoke, Waynes—

Ohio: Akron, Cambridge, Canton, Gincin-  poro, Winchester

nati, Cleveland, Columbus, Dayton, Lima,

Mansfield, Middletown, Toledo, The \f‘w"l“’“ EW""” Seattle, SPO’“""-’

Plains, Youngstown, Sandusky . Tacorga, Yakima .

4 Oklahoma: - Ardmore, Enid, Lawton West Virginia: Beckléy, Bridgepo;t
Muskogee, Oklahoma Clty, Tulsa / Charleston, Huntington, Parkersburg,

Wheelmg
Oregon: Eugene, edford Portland : : :
M Wlscomln Eau Claire, Green Bay, La

Pennsylvania: Adllentown, Altoona, Erie,  Crosse, Madison, Mllwaukcc, Oshkosh,
Greensburg, Harrisburg, Indiana, . Racine, Wausau

Johnstown, Lancaster, McKeesport,

Philadelphia, Pittsburgh, Reading, Y yoming: Casper : M
Scranton, {k)ntown, Wilkes Barre, TR -

Williamspoyt, York . .

L4
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STATE AGENCIES

. Fair Emplo
L_Sm:et, Sacramen

Appendix B

%

Labor Dep:rtm_{:ms and Human Rights Commissions

Alsbama: Departraent of Industrial Rela-
tions, Industrial Relations Building, Mont-
gomery, 36130.

Alaska: Departinent of Labor, P.O. Box
1149, Juneau, 99802. Alaska State Com--
misston for Human Rights, 431 W. 7th

Ave., Suite 105, Anchorage, 99501.

Arizonsa: Dcpartment of Labor, 1601 West

Jefferson Street, P.O. Box 19070, Phoenix,
/ 85007. Arizona Civil Rights Dms:on

1275 W. Washington, Phoenix, 85007.

Arkansas: Department of Labor, 1022
High Street, Little Rock, 2202,

California: Department of Industrial Rela-
tions, 525 Golden Gate Avenue, P.O. Box
603, San Francisco, 94101. Department of
ent and Housing, 1201 I
95814.

Colorado:  Department of Labor and
Employment, 251 East 12th Avehue,
Denver, 80203. Colorado Civil Rights
Commission, State Services Bullding, 1525
Sherman Street, Denver, 80203.

. Connecticut: State Board of Labor Rela-

tions, 200 Folly Brook Boulevard,

Wethersfield, 06109. Commission on’

Huppan Rights and Opportunities, 90

* Washingtdn Street, Hartford, 06106.

Delaware: Department of Labor and
Industrial Relations, 820 N. French Street,
Wilmington, 19801. (Includés Anti-
Discrimination Section.)

District of Columbia: D.C. Pepartment of

.Employment Services, 500 C Street, NW.,

Washington, D.C. 20001. Commission on ~
Human Rights, District Building, Wash-
ington, D.C. 20004.

"Florida: Department of Labor and Emf-

pl6yment Security, Berkeley Buxldmg,‘

= 2590 Execytive Center Circle East, Tal- —-——

co

_Building, .317 Main Strcaal Boise, ‘83720.

lahassee, 32301. Commission on Human
Relations, Montgomery Building, 2562
Executive Center Circle East, Tallahas-
see, 32301. -

Georgin: Dcpanmcm of Labor State
Labor ‘Building, 2 54 Washington Street,

SW., Atlanta, 30334.

Guam: Department of Labor, Government
of Guam, Box 23548, GMF Guam, M.IL.
96921. -
Hawnii: Depprtmcnt of Lab& and Indus- .
trial Relations, 830 Punchbowl Strcct
Honolulu, 96813. .

Idaho: Department of Labor and Indus-

trial Services, Industrial. Administration

LIPS

Commission on Hyfman Ri'ghts

Statehouse, Boise, 83720,

illinois: Department of Labor» Alzina
Building, 100 North Fir'st Street, Spnng—
ﬁeld, 62706. Department of Human -
Rtghts, 32 West Randolph. Street, Chi- -
cago, 60601. ‘ !

Indiana: Division of Labor, Room lOp,
Indiana State Office Building, 100 N.
Senate Avenue, Indianapolis, 46204. Civil
Rights Commission, 311 West Washingfon
Street, Indianapolis, 46204.

.y
1
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lowa: Bureau of Labor, 307 East 7th Street,  Missouri: Department of Labor and In-
Des Moines, 50319. Civil Rights Commis-  dustrial Relations, 1904 Missouri -
sion, 8th Floor, Colony Buildlng, 507 Tenth  Boulevard, P.O. Box 599, Jefferson City,
Street, Des Moines, 50319. 65102. Commission on Human Rights, 204

“ : Depa rtmem of Human Resources, Metro Drive, Jefferson City, 65102.

Division of Labor Management and Labor  Montana: Department of Labor and In-
Standards, 512 Westa6th Street, Topeka,  dustry, P.O. Box 1728, Helena, 59624.
66603. Commission (fn Civil Rights, 535 Human Rights Commission, Cogswell
Kansas Avenue, Sth Floor, Topeka, 66603.  Building, Helena, 59620.

Kentucky: Department of Labor, U.S. 127  Nebraska: Department of Labor, 550 S.

+ South, Frankfort, 40601, Commission on  16th Street, Box 94600, State House Sta-

Human Rights, 823 Capital Plaza Tower,  tion, Lincoln, 68509. Equal Opportunity

Frankfort, 40601, Compnission, 301 Centennial Mall, South,

--- Louilslana: Department of Labor, 1045 PO Box 9493_‘,1_'___11]?.(.: ?ln’ 68 599.-4934'_ DR
Natural Resources Building, P.O. Box, Nevada: Department of Industrial Rela-

"44094, Baton Rouge, 70804, tions, 1390 South Curry, Carson City, J
89710. Equal Rights Commission,. 1515
Maine: Bureau of Labor Standards, 7th  E. Tropicana, Las chas 89158. “

Floor, State Office Building, Augusta, New Hampshire: D tment ofLabor 19
04333. Human Rights Commission, State Pillsbury Street, Concord, 03301. Comumis-
House—Station 51, Augusta, 04333. sion for Human'Rights ’61 South Spring

Maryland: Division of Laborand Industry,-  Street, Concord, 03301. o

203 East Baltimore Strect, Raltimore, New Jersey: Department of Labor, P.O.’
21202. Commission on Human Ré#lations, Box CN 110, Trenton, 08625. Division
20 East Franklin Street, Baltimore, 21202, on Civil Rights, 1100 Raymond Boule-

Massachuseitd: Department of Labor and vard, Newark, onoz. :
o Industries, State Office Building, 100 Cam-  New Mexico: State Labor and Industrial
bridge Street, Boston, 02202. Commission = Commission, 1596 Pacheco, Santa Fe,
- Against Discrimination, 1 Ashburton  87501. Human Rights Commission, 303
Place, Suite 601, Boston, 02108. Bataan \Memorial Building, Santa Fe,
" Michigan: Departmentof Labor, Leonard \ 87503. . '
"' Plaza Building, 309 N. Washington, P.O.  New York: Department of Labor, State
“ Box 30015, Lansing, 48909. Department of ~ Campus, Albany, 12240. Division of
Civil Rights, Billie Farnutn Building, 125W.  Human Rights, Two World Trade Centcr,
Allegan Street, Lansing, 48913. New York City, 10047. .

Minnesota: Department of l:abor and In- North Carolina: Departinent of Labor,
dustry 444 Lafayette Royd, St. Paul, “Labor Building, 4 W. Edenton Street,
' '55101. Department of Human Rights, 5th  Raleigh, 27601. .

o T W S e s of o,
o ’ B State Capitol, Bismarck, 58505. -

Mississippi: Workmen’s Compensation

Commission, Walter Sillers State Office

Building, P.O. Box 987 JacksOn 39205,

\. . . 04 .
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Ohio: Department of Industrial Retations,
2323 W. S5th Avenue, Columbus, 43216,
" Civil Rights Commission, 220 Parsons
Avenue, Columbus, 43215.

» Oklashoma: Department of Labor, Seate

Capitol  Building, Suite 118, Oklahoma-

City, 73105. Human’ nghts Commission, *

Room Gl1, Jim Thorpe Building, P.O. Box
52945, Oklahoma City, 73152.

Oregon: Bureau of Labor and Industries,
State Office Building, 1400 SW. Fifth
Avenue, Portland, 97201. (Includes Civil
Rights Division.) ‘ '

("”‘Penmylvmh Dcpartmcnt of Labor and

lndustry, 1700 Labor and Industry
. Bmldmg, Harrisburg, 17120. Human Rela-
tions - Commission, 101 - South Second
Street, Suite 300, P.O. (Box 3145, Har-
nsburg, 17105.

Puerto Rico: Department of Laber, 505'

Munoz Rivera Avenue, Hato Rey, 00918.
_ (include;s Anti-Discrimination Unit.)

Rhode Istand: Department of Labor, 220
Elmwood Avenue, Providence, 02907.
Commission for Hunjan Rights, 334 West-
minster Mall, Providence, 02903. i

South Carolina: Department of Labor,
3600 Forest Drive, P.O. Box 11329, Colym-
bia, 29211. Human Affairs Cormmissfon,
Post Office” Drawer 11300, .Columbia,
20211,

South  Dakota: Depanmqnt of Labor,
-Capitol Complex, 700 Illinois North,
Picrre, 57501. Commission on Human
Rights, State Capitol Building, Pierre,
57501. '

‘Tennessee: Department of Labor, 501
Union Building, Nashville, 37219. Commis-
sion for Human Development, 208 Ten-
nessee Building, -535 Church Street,
Nashville, 37219. v

Al

“tistics,
82002. Fair Employment Practices Com-.
mission, Hathaway Building, Chcyenne_,_

™

Texas: Department of Labor and-Stan-

dards, P.O. Box 12157, Capitol Statiom,

Austm 78711,

Ulnh Industrial Commlssnon 160 East
300 South, P.0O. Box 5800, Salt Lake
City, §4110-5800. - Anti-Discrimination
Division, 160 East 300 South, P.O. Box
5800, Salt Lake City, 84111-5800.

~ } Yermont; Department of Labor and Indus-

try, State Office Building, Montpelier,
05602. _

Virginis* Department of Labor and Indus-
try, 205 N. 4th Street, P.O. Box 12064,
Rlchmond 23241.

Virgin Istands: Department of Labor, P.O.
Box 890, Christiansted, gt, Croix, 00820.

"Washington: Department of Labor and In-

dustries, Gerteral Administration Building,
Olympia, 98504. Human Rights Comumis-
sion, 402 Evergreen Plaza Building, FJ-41,
Olympia, 98504. '

West Virginia: Department of Labor,
‘Capitol Complex, 1900 Washmgton Street,
East, Charleston, 25305. Human Rights -
Commission, 215 Professional Building,
1036 Quarrier Street, Charleston, 25301

Wisconsin: ‘Department of Industry, Labor’

and Human Relations, 201 East

e

»

-

Washington Avenue, P.O..Box 7946, «

Madison, 53707. Equal Rights Division,
P.O. Box 7903, M?dlson 53707

Wyoming: Department of Labor and Sta-
Hathaway Building, Cheyenne,

82002.

o
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MPLE COMPLAINT FORMS
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s

! ‘ ) Porm Aperoved .
t . . = Wudgel Burvau Ne 49 REIM
} \ us. tﬁrnmtut OF LABOR'
N EMFLOYMI”T STANDARDS AMN(SYRATION EMPLOYMENT INFORMATION FORM
v \uqz AND HOUR olvmod . : :

.nponhum.dbys-cumnovmwrbsmmmatm While you ars not required to d, submlesion of

this information Is necessary for the Divislon 10 schedute any comphance action. Your ld’onthy wil be Iup( oonﬂdoﬂﬂll 0 the
rnanesn mt poseible under axitting lew.

B 1. PERSON SU'MITTlNG lNFOlﬂATlW .
A. Nsme (Print first name, mxddle initial, and last name) B. Date N
Mr. .
Miss . T. Telephone number:
M. ~ (On rf e you
Ms. cun be re@ched)

. Address: {Number, Street, Apt. No.) .

2

\ -
(City,’County, State, ZIP Code) ) . :
E. Check 6o¢ of those boxos - ' -
l:] Present, employee D Former employee D Other
; of establizshment M of entabliziment (Spu.fyx retative, union, etc)
) _ 2. ESTABLISHMENT INFORMATION
J A. Name of establishment i “TB. Telephone Number

N 3

i| C. Addtess of establishment: (Numbes, Street)

(City, Caunty, State, ZIP Code)

’ ’

. Estimate number of employees. . |E. Does the {itm have branches? (] Ves ] No

[ Don’t know
I “'Yex*’, name one ot two locations:

N

F. Nature of establishient ‘s business: (For example; school, farm, hospitdl, hotel, resfaurant, shoe store, wholesale _
_drugs, manufactures stovex, coal, mine, construction, trucking, atc.)

»

1,

. < w ® b
G. I the establishment has a Federal Government or federally assisted contract, check the appropriate box(es).
[0 Futnishes Yoods (] Furishes sesvices . ) Performm construction

H. Does e:llbllshmn( ship goods to or receive goods from o(her States? -
[ Yes TIno ] Don’t know .

3. EMPLOYMENT INFORMATION
(Complate A, B, C, D E & F if prysent ar former af bish
A. Period employed (month, year) [

L.
pley

B. Date of birth if under 19

; atherwise complate I onlz)

From:

To: {1 a1l there, state prenent) J Month Day Yoar
C. Give your job title and describe briefly the kind of work you do

ERIC- \ “5 2; BT COPY A‘»’AILABLE o

o ? ~
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D Method of gaymemt K. Nater in the boxee below the hewrs jou yeuely '
work sach day snd esch week (less time oft for, .
weals) - .
s per ﬁ C s MlxrTw]rles [s] rova] =
(Raiw) > (Howr, weok, momib, otv.) v A \ .
- _ — N ~
¥ CHECK THE APP ATE BOX{ES) AND EXPLADI BRIRFLY N THE IPACE BELOW the employment prectices which
you balieve violate the Woge and Hour tawe. (If you need more spacs use an sdditionsl sheet of paper and sttach it to this
fo . N . .
- ) e N . . |
C] Does not pay the minlmum woge (R Dlld\-..-d--’loyn bacsuse of wege gemish.
N N et (emplein below)
Dees nol pay proper oyertime Excpesive defuction from wages because of wege ’
D * e " Y" D .l-‘;lh.cul {expliin below)
“ "
D Dess wol pay provailing wage ‘oh-ho‘ik- for - ] Employs minors undesr minimum age bor job
Federsl Government or foderally sosloted comract | B )
Approximate date of stleged discrimlnailon [} Other {explein below)
i N . “ \ > .
N o N
R R
* . ) o -
. " - y
- + . ~ J
' Y . : .
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» , - :
v . > A . M . “ v
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A \ .y
N 2 )
o AN - °
N RY
N “ ' \
—_— B ‘
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= s,
P
. AN . r.
(NOTE: 1f yov hink It would be ANIEW for fl te locute the astsblichmpnt or where Yoo live, ¢lve ‘ncﬁo)\u stech mep.) - E
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~
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Aruitoxt provided by Eic:

BEST COPY AVAILABLE
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NOTICF, OF NON-RETALIATION REQUIREMENT
L3 .
Seclion 704(s) of the Civil Righls Act ol 1964, as amended. states:

11 sholi be an unlawsful employment practice for an employer to discriminate against
any of his employees or applicants for employment. for an emplayment agency to
discnminate ageinst any individual, or for 8 labor organiration to discriminate ageinst
any ber thereof or applicant for mambership because Ae hax oppased any prectice
mede an undawful employment proctice by this title. or becouse Ae Aas made a chargs,
testified, assisted. or participated in any monner in an investigation, proceeding, or
Rearing under this tithe

(Pu;onn filing clwrges of employment discrimination are sdvised of this Nono-
Requirement and ary instructed to notify the Equal Employment Oppor-
Commiselon if any sttempt at retalistion is made.

PRIVACY‘ ACT STATEMENT

(;I\I. fonm ia covered by the Privacy Act of 1974, Public Law 93-579. Authority lo; re-
questing and uses of pacrscoal dats are given below.)
1. PORM RUMBER/TITLE/DATE

EEOC Forw 5C, Charge of Discrimination. March 79.

2 . AUTHORITY
43 USC3000e 3H)

_PRINCIPAL PURPOSES) The purposs of the charge, wheiher recorded initially
om Form 5Cor sbetracted from a letter, i to invoke the Commission's jutisdiction.

4 ROUTINE USES. Information provided on this form will be used by Commiseion

ek to determine the existence of facts relevant to a decizion as to whelber
the Commisslon hee jurisdiclion over potential charges, and to provide such pre-
charge filing counseling ae {a appropriate.

Othar wsee may inciude the following: (1) to conduct compliance reviews with Siate,
locel end Federel agencies, such as the Office of Federal Contract Compliaace Pro-
groma, Department of Justice, Departmpent of Labor, aad other Federal agencles ae

may bs spprepriate or mecsssary Lo ¢ out the Commiselon's fumctions:
2) dlaciosure to State uad Jocal agencies ng State or local fair employ-
mend practices lows; (3) disc} to the following personist in contemplation of er

in connection with Tile VI Utigation: {a) charging parties and thels atlemeys;
mw"mlncminvdﬁMMWMMw
tclmwnmﬂliuuhhﬂdmw?«mw“
the aggrieved person hae given written suthorisstion (o the persos whe flsd en his
uhhﬂhm-mw ‘e agent $or this purposs, and their at-
tormeys; (dy empl of iselon-funded groups, such s the Mexicen-
Amevican Logal Defonee and Educstion Fusd snd and Lawyer's Commities for
Civil Righta wader Law for the purposs of reviewing information in cese filss s
é ine the apprepri of vedesral to private sitormeys as ¢ esrvice Lo charg
ing powtise, pravided that the C doslon-fended le reviewing Lhie informes-
xhummﬁwnduﬁuwuwwnﬂhn
filed suit under Title V11 againet that respondent; and (Nt persens who have filed, or
wre contrmplating filing ¢ Tithe V1§ suit ageinet the same respondent you have

v hmchmwv&dlmhlwmdha.bwtywlndywchlphub

. v il to thal p 's gane; {4) dinclosure of the statua of the processing
of @ of employment discrimination may be made to a Congressional otfice
from (he record of wn individual in response 10 an induiry from the Congresaiona of-
fice made at the request of that individual.

5 Charges must be in writing and identily Uhe partiés and action or policy complained
of. Failure to comply may remdlt in the Commission nol mccepting the charge.
Charges must be sworm Lo or sffirmed But may he cured later by amendment It ix

\»l mundstory thet this form be used Lo provide the requested information.

L
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Expres 12201083

WIPORTANY This borm e nitociod by she Privecy Act of 1974,
mhmmm«\m betore gompleting N

(PLEASE PRINT OR TYPE)

cwwn NUMBER (8) [AGENCY USE ONLY)
C] STATEALOCAL AGENCY

CHARGE OF DISCRIMINATION

0 eeoc

Byote o Cocal Agency)

WAL (dcote e Tiv o Wen)

snd Eqlal Employment Oppoctuntly Commission
15T TELER MR AR [tnciude srea Code)

ITndiT ADOPESS

EY YAV ARG T T

NAMED 1§ THE EMPLOYER

LOCAL GOVE‘RNMENT AOkNCY WNO DISCRIUINA‘l’EO AGAINST ME. (I more than one list betow

ORGAN‘ZATlON EWLOMNY AGENCY, APPRENTICESHIP COMM!TTEE STATEOR

(7

. O nrace O cowton

PLACK {Monih, doy ond yoor)

T PARTICULARS ARE ™

OATE MOST MLCENT OR CON1INURG (NSCAIMNATION TOOK

[ S IV um Sode area sode)
ETRELT ABDRESS T TG, AT ANS 1:?0;)01 -

- TICURTA ROUBTR Gochde v codes
ﬁﬁﬁ‘k.baﬂ(_ﬁn‘sm_—“m TThTTT T T CITY STAYE AND YW COM — T

1) NATIONAL ORIGIN 0O otHER (Specity)

0O sex O neucion

,
:
‘ -
4 o

]

R
s, 8 -
~ !
~
«
.
,
.
.
: -
n /,,7
.
{
?
! \
S P —

1 will sdviss the
phone number an

codures

qc ronusc man 19

{3 1 sivo want this charge hiled with the EEOC o
processing of my charge in accordance with thelr fro-

(dactae vname panshy of paspsry that

) eveaer o affirmn thel | have reed the SbOve Charpgs and Lhal it lrue ta
e best of rmy hnOwledge mhmmh-‘-c

i 1 change my address o1 e [SIGATURE OF COUR AINANT

1 wil cooperate (fully with them in (he N

SUBSCHILD AND SWORN 1O BIFORE M THhS DAYE
(Day morih, end yeer)

The Soregoing (8 1up #eid COTH

CHARGING PARYY |w-|w)
mq_wouswmomof ALUEEOCTORMS S ARE ORSOL £ TE AND MUST NOT NEDSED

CHARGE FILE COPY

Aruitoxt provided by Eic:

0 9 BESH GukY AVAILABLE. -
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U.S. DEPARTMENT OF HEALTH, EDUCATION, AND WELFARE"
NATIONAL INSTITUTE FOR OCCUPATIONAL SAFETY AND HEALTH

REQUESY FOR HEALTH HAZARD EVALUATION

This form is provided 10 assist in registering a request for a health haxard evaluation with the u.s.
Depariment of Health, Education, and Wetlare as provided in Section 20(a)(6) pf the Occupational
Safety and Health Act of 1970 and 42 CFR Part 85. (See Statement of Authority on Reverse Side.)
The provisions of this section provide for evaluation of hoalth hazards resulling from exposure to
chemical substances .only: Physical agents (noise, heet, etc.) and safely are not covered by this

section.

Name of Establishment Where Substance(s) Exists

Telephone

Company Street _
Address -
- City _State _. Zip Code ——

\

1. What Product or Service does the Establishment Produce?

2. Spoclly"lhe particular bui!dlnqtor worksite where the substance(s) is located, including atddress.

3. Specify the name, title, and phone number of the employer's agent(s) in charge.

4. Describe briefly the substance(s) which exists by completing the fo!mwing:

. ‘.
Identification of Toxic Substance(s) 3

Trade Nl\me(l) (it Applicable) —‘L Chemical Name(s)

3,

Manu'acturer(.s) 4 =

Yeos No. If yes; attach copy of Iabe! or a copy

Does the material have 8 warning label?
of the information contained On the label.

Physical Form of Substance(s): (] Dust [ Gas Liquid [JMist [JOther
How are you exposed? [} Breathing O Swajlowing [J Skin Contact

Numyr of People Exposed ______ Lengih of ‘Exposure (Hours/Day)

Océupaﬂons of Exposed Employees LS

~

+

5. Using the space below describe further the nature of the conditions pr circumstances which
prompted this request and other relevant aspecis which you may consider important, such
as the nature of the iliness or aymptoms of exposure, the concern for the potentially toxic ef-
tects of a new chemical substance introduced into the workplace, elc.

.

COC/NIOSH 2.08 -
Rev. 280 ] Vg

O
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Side 2 x ’ " ' \
N 1
Q. (a) To your knowledge has this substance been considered previousty by any Government

asgency? ________ (b)) s0, give the name and address of each.

T
(c) and, ths approximate date it was so considered. k

7 (a)isa similar request currently being filed with or under Investigation by any other Govern-

ment (State or Federa!) agency? (b) if s0, give the name and address of each

T

8. Requester — (Employees of State, Local or Federa/ Agencies are not eligible.)
The undersigned Requester believes that a substance (or substances) normailly found in the
place of employment may have potentially toxic effects in the concentratiens used or found.

&

N X v -
Signature . Date
‘Typed or Printed Name Phone; Home—
&
Street Business—.
Address .
‘Clty i State Zip Code

Check One:
O ! am sn Emptoyer Representative
[ ! am an Authorized Representative of, or an ofticer of the organization representing the
employees for purposes of collective bargaining. State the name and sddress of your
.. . S,
organization.

Ol am an employee of the employer and an Authorized Representstive of two or more
¥ in the workplace where the substance is normally found. Add signatures of
m employees below:

Nlmo —— Phon_o
Name = Phone
O I'lm one of three or leas empioyees ln the workplace where the subtlance is normally
ound. .

Please Indicate your desire: [J ! donot want my name revealed to the employer. -
r _ i 0 My name may be revealed to the employer:

T
’

Authority: -
Section 20{a)(6) of the Occupational SaMy and Health Act, (29 U. S. C. 669(a){6) ) provides as
folfows: The Secretary of Heaith, Education, and Welfare thlll . determine foliowing a written
request by any employer or authorized representstive of omploym specifying with reasonable
ranlcularlty the grounds on which the request is made, whether any substance normally found
the place of employment has potentially toxic eftecte in such concentrations ss used or found;
and shall submit such determination both to omworn asnd affected employees as soon 88 poe-
sible. i the Secretary of Health, Education, end are determines that any substance ls
tially toxic at the concentrations’/in which it is used or found in a place of employment, and such
substance is not Covered by an occupational safety or health standard gromulgnod under section
8, the Secretary of Heaith, Education, and Weifare shall immediately submit such determination to
the Secretary of Labor, together with all pertinent criteria.

5

;:ophono AC 813-884-2178
Send the completed form to: )
National inetitute for Occupational Safety and Health
\ Hazard Evalustion and Technical Asslstence Branch
4876 Columbla Parkway
Cincinnati, Ohio 45220 - '

Q -
E lC * U.S. GOVERNMENT PRINTING OFFICR 1984 42_1-608/16318
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